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Anna A. Filipova, Ph.D.
Western Michigan University, 2007

The purpose of this study was twofold: (1) to replicate Victor and Cullen’s (1987;
1988) studies to confirm whether ethical climates (ECs) arise in skilled nursing facilities
(SNFs), and whether organizations and groups within organizations have identifiable
ECs; and (2) to test a model that examines the effects of ECs and perceived
organizational support (POS) on licensed nurses’ turnover intention (TOI) through job
satisfaction (JS) and organizational commitment (OC).
A cross-sectional survey design was implemented. Three hundred and fifty nine
freestanding SNFs were selected in a midwestem state. While a total of 110 facilities
(31%) agreed to participate, responses were received from nurses representing 100 of
those facilities (27.9%). A total of 656 usable questionnaires were returned of the 3060
distributed - a 21.4% response rate.
Confirmatory factor analysis and construct validity tests confirmed five distinct
ECs: instrumental, independence, caring, professionalism , and rules.
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MANOVA and ANOVA results revealed that (1) government facilities had the
greatest emphasis on law and code in their EC, whereas non-profit facilities emphasized
mostly caring climate, and (2) within organizations, significant differences in EC
perceptions were detected by job title and job level.
The proposed theoretical model had appropriate goodness-of-fit indices (RMSEA
= .04; CFI = .95; SRMR = .04) and construct validity. Hierarchical regression analysis
showed that (1) the explained variance of TOI was 53%, with six major determinants:
OC, JS, years in facility, instrumental climate, age group, and facility ownership type; (2)
JS and OC independently explained TOI; (3) caring, instrumental and professionalism
climates were related to OC; (4) caring, instrumental, and independence climates were
determinants of POS; and (5) caring climate was related to JS. Sobel-Goodman and
Aroian mediation tests revealed that (1) POS influenced TOI only indirectly through its
effects on JS and OC; and (2) POS mediated the relationships between caring and
instrumental climates and JS, OC, and TOI.
The findings suggested that ECs and POS might operate on the turnover
continuum and retention interventions might be focused on organizational level.
Additional theoretical and applied implications of the findings were discussed and study
limitations and suggestions for future research were given.
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CHAPTER I

INTRODUCTION

Background of the Problem

Skilled nursing facilities (SNFs) are facing a staffing crisis that will have an
impact on quality of health care delivery throughout the nation (Howard et al., 2005;
Scanlon, 2001; Thompson & Brown, 2002). This burgeoning nursing shortage is unlike
any other, due to increasing health care demands of an aging American population and
rapid changes in the nursing profession (Scanlon, 2001). Registered nurses (RNs) and
licensed practical nurses (LPNs), responsible for a large portion o f professional care for
residents in a SNF, have witnessed first hand the changes in long-term care (Scanlon,
2001). Residents have more complex medical needs; financial resources are diminishing;
regulatory constraints are increasing; and hospitals are discharging patients to SNFs
sooner. As a result SNFs typically have higher nursing vacancy and turnover rates than
hospitals and other settings where nurses are employed (Decker, Dollard & Kraditor,
2001; Thompson & Brown, 2002).
The aging “baby boomer generation” will be one of the most significant factors
increasing the demand for long-term care services over the next h a lf century (Decker,

Dollard & Kraditor, 2001). Advances in disease control, health care technology, and
changes in public health have dramatically increased life expectancy for both men and
women, from 46 years in 1900 to 78 years currently (Administration on Aging, 2002)
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In addition, health care analysts predict that people aged 65 and over, which
currently constitute 12 percent of the total population, will grow to 21 percent in 2050
(Holtz-Eakin, 2005). By then people aged 85 or more, who require most long-term care,
will have more than tripled (Holtz-Eakin, 2005). With longevity, however, comes the
increased likelihood for chronic medical conditions (Administration on Aging, 2002;
Howard et al., 2005), which would lead to a dramatic increase of the total number of
chronically ill, elderly persons (Thompson & Brown, 2002). However, there will be far
fewer workers to respond to that need (Riggs, 2002). In the year 2000, there were 16.1
women age 20-54 (the pool from which most long term care workers come) for each
person over age 85. That ratio is projected to decline to 5.7 by 2040 (Riggs, 2002).
Because of the growing number of people who live longer, there will also be
increases in the number of persons utilizing SNFs. According to Thompson and Brown
(2002), currently less than 5% of the elderly population resides in nursing homes or
SNFs; however, approximately 21% will reside in a SNF during the last years of life.
Riggs (2002) points out that the next generation of caregivers, who have shared family
responsibilities with paid caregivers from the time their children were bom, will be more
likely to arrange and manage care for their loved ones than to provide that care directly.
In addition, higher incomes among the elderly and an increase in the numbers holding
long-term care insurance policies will also increase the demand for paid caregivers
(Riggs, 2002).
A change in the amount and type of care required by residents in SNFs has been
created, in part by the implementation of the prospective payment system (PPS) for acute
care hospitals in 1983 with the enactment of Pub. L. 98-21 (Thompson, 2002). This
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system put pressure on hospitals to limit services and to keep hospital stays short
(Thompson, 2002). SNFs now have to provide complex treatments and therapies to
patients who are discharged from hospitals (e.g., patients who recover from stroke or hip
surgery) and they struggle to meet the demands due to either nursing shortage or turnover
(Thomspon & Brown, 2002; Decker, Dollard & Kraditor, 2001).
The April 2005 final report of the National Commission on Nursing Workforce
for Long-Term Care shows that nearly 96,000 full-time equivalent (FTE) health care
professionals were needed to fill vacant nursing positions at nursing homes across the
United States in 2002 (Howard et al., 2005). Vacancy rates and difficulty in recruitment
were particularly high among staff RNs (15.0 percent) and LPNs (13.2 percent) across
the country in 2002 (American Health Care Association, 2002; Howard et ah, 2005).
Most health care analysts predict that the demand for licensed nurses in skilled
nursing facilities will escalate rapidly in the next decade as a result of the rising number
of elderly persons in the United States. The Bureau of Labor Statistics has estimated that
there will be more than one million openings for RNs between 2002 and 2012, with RNs
ranking first in occupations with the largest growth (Hecker, 2004). And the analysis of
the Bureau of Health Professions projects that that the supply of nurses will fall 29
percent below requirements by the year 2020, unless dramatic interventions and
significant investments are developed and implemented (U.S. Department of Health and
Human Services, 2002a).
Several key factors have been identified behind these statistics: fewer nurses
entering the workforce; the aging of the nurse workforce and nursing faculty; enrollment
decline in all basic RN preparation programs; a shortage of nurses adequately prepared to
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meet certain areas o f complex patient need; lower compensation as compared to other
career choices; general dissatisfaction with the work environment; multiple alternative
careers for women (Scanlon, 2001; Decker, Dollard, & Kraditor, 2001).
Whether a SNF is for-profit or nonprofit has an additional effect on staff
shortages. Research has found that nonprofits were willing to pay RNs higher wages in
order to attract nurses with more experience and thus, were able to provide higher quality
of care (Folland, Goodman & Stano, 2004). Researchers caution that if this tendency
continues in the future, the pool of experienced nurses for the for-profit and government
sectors will be greatly diminished (Folland, Goodman & Stano, 2004). A for-profit SNF
was also found to be more likely to reduce the amount of staff and the amount of staff
training in order to increase their profit (Dranove, 2000).
Intensifying the nursing shortage crisis are also the regulatory and financial
restrictions (Thompson & Brown, 2002). Federal and state governments share
responsibility for licensing and regulating long-term care providers (Riggs, 2002).
The federal government has a key role in direct funding through Medicare and
Medicaid and in maintaining and enforcing consumer protection and quality assurance
requirements that federal law imposes on providers that receive those funds (Riggs,
2002). Over 75 percent of patients in the nation’s nursing facilities are beneficiaries of
the government healthcare financing programs (Decker, Dollard & Kraditor, 2001).
Nursing facilities may choose to be certified for Medicaid only (NFs), or for Medicare
only (SNFs), or they may choose to certify all or some of their beds for either level of
care (“dual-certification”), or operate both SNF and NF units, but retain each as
physically distinct entities (“distinct-part units”) (Dalton et al., 2002).
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In reaction to the escalating costs and concerns about the government paying
fraudulent claims, the Medicare payment system was restructured in the Balanced Budget
Act of 1997 (BBA) from a cost-based to a prospective payment system (PPS) (General
Accounting Office, 2002; Liu & Black, 2003) with a targeted reduction in Medicare
expenditures to nursing homes projected to total over $12 billion between 1998 and 2002
(Decker, Dollard & Kraditor, 2001). Now, costs that exceed the payment must be
absorbed by the facility.
As a result of these financial restrictions, facility administrators are forced to push
the nursing staff to do “more with less” (Thompson & Brown, 2002, p. 66) and express
concern that they are unable to staff at adequate levels and to provide quality care
because PPS has resulted in a reduction of their Medicare reimbursements (Harrington et
al., 1998; Super, 2002). Some even argue that the government needs to consider
differential payments especially when it comes for hospital-based SNFs (Liu & Black,
2003). In addition, research shows that nursing homes that rely more heavily on Medicaid
residents may be unlikely to offer higher wages or superior benefits to their staff and
experience lower quality of care (Harrington & Swan, 2003; Spector & Takada, 1991).
Harrington and Swan (2003) provided evidence that higher percentages of
Medicare residents allowed facilities to increase staffing levels because reimbursement
rates were higher than Medicaid. On the other hand, higher percentages of Medicaid
residents were expected to result in facilities lowering their staffing levels to adjust to the
lower revenues. Donoghue and Castle (2006) found that a lower Medicaid census was
associated with lower voluntary turnover but also higher involuntary turnover. Thus,
Medicaid reimbursement rates were positive predictors of lower nurse staffing levels.
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The government responded by a series of temporary rate increases instituted
through the Balanced Budget Refinement Act of 1999 (BBRA) and the Medicare,
Medicaid, and SCHIP Benefits Improvement and Protection Act of 2000 (BIPA) (Scully,
2003; Health Care Financing Administration, 2001). Researchers found that the Medicare
payments of the past three years have coincided with some increase in RN staffing, which
may confirm to some extent the validity of AHCA’s theory that increasing salaries for
nurses will help toward solving the staffing shortage (Stoil, 2005; Howard et al., 2005).
However, according to Stoil (2005) increased Medicare payments to long-term care
facilities will not solve the problem of nursing shortage simply because fewer Americans
are studying for nursing careers. In addition, healthcare facilities are competing for
healthcare workers with newly wealthy healthcare facilities in the Middle East and East
Asia (e.g., Kuwait, Singapore) (Stoil, 2005).
Studies report that that inadequate staffing is a potential root cause for
substandard care (Centers for Medicare and Medicaid Services, 2001; Health Care
Financing Administration, 2000). Congress passed the Nursing Home Reform Act of
1987 as a first step in improving quality of care in LTC. The law requires nursing
facilities that wish to be certified for participation in Medicare or Medicaid to provide
residents with licensed nursing services 24 hours per day (Tilly et al., 2003). It also
specifies that a RN must be on duty for at least eight of those 24 hours, seven days per
week (Tilly, et al., 2003). In addition, a SNF is required to have a RN employed full-time
as Director of Nursing and a licensed nurse (RN or LPN) on each shift to serve as a
charge nurse (Strahan, 1988). Additionally, the federal government requires that each
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resident in a home receive a total of 2.75 hours of direct care per day (licensed and
unlicensed staff) (Harrington et al., 1998).
A landmark conference of experts convened by the John A. Hartford Foundation
Institute for Geriatric Nursing in 1998 recommended that nursing home residents receive
a minimum of 4.13 hours of direct care per day (licensed and unlicensed staff) and a total
of 4.55 total hours per resident day (Harrington et al., 1998). And congressionally
mandated report released in 2000 by the Health Care Financing Administration (HCFA)
said the Hartford recommendation would require 90 percent of facilities to increase
staffing levels. In addition, more than 50 percent of facilities would have to increase
staffing by 50 percent or more to be in compliance with this requirement.
As a result some federal lawmakers, supported by consumer and labor advocates,
have called for the establishment of mandatory nurse staffing levels (Super, 2002). For
example, Rep. Henry Waxman (D-Calif.) introduced HR 2677, the Nursing Home
Quality Protection Act, in 2001, which called for meeting the Hartford staffing standards
within two years o f enactment (Super, 2002). The U.S. Department of Health and Human
Services (DHHS) sponsored research examining the relationship between the level of
nursing staff and the quality of resident care in nursing homes. The Centers for Medicare
and Medicaid Services (CMS) (2001) reported the findings of this research conducted by
Abt Associates in their Phase I and Phase II studies. These reports found a relationship
between staffing levels and quality of care. However, the DHHS reports to Congress did
not provide enough information regarding the appropriateness of establishing minimum
ratios (Super, 2002; Tilley et al., 2003). Subsequently, the DHHS Office of the Assistant
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Secretary for Planning and Evaluation (ASPE) determined that more studies were needed
to identify information about nursing home staffing requirements (Tilley et al., 2003).
Other proposals to address the nursing shortage at the federal level include
providing grants to states or funds to providers on the condition that they meet specified
staffing requirements (Riggs, 2002). According to Riggs (2002, p. 4), these proposals
provide vehicles for continuing debate in Congress, however, imposing even minimal
federal standards (estimated by providers at as much as $3.3 billion annually) without
funding to pay for increased staffing would be opposed by providers, governors and state
legislators as an “unfunded federal mandate” given that states are already struggling to
meet high health care costs with declining revenues and projected budget deficits.
Some other federal proposals to address the workforce crisis included the Nursing
Employment and Education Development (NEED) Act proposed in 2001, which would
have provided scholarships for low-income students to pursue a BSN degree, as well as
additional incentives to recruit and retain nursing school faculty (Stoil, 2005); expansion
of health insurance benefits to long term care workers (Riggs, 2002); and various
approaches to ease immigration requirements (Riggs, 2002).
Most advocates have focused their efforts at the state level, and states have
responded with a variety of legislative and administrative actions (e.g., minimum staffing
requirements; health insurance under state Medicaid; training requirements; career
ladders; nurse delegation provisions; restrictions on hiring temporary workers; and
research) (Riggs, 2002; Tilly et al., 2003). For example, Tilly et al. (2003) conducted a
study to identify states with established minimum staffing ratios and to examine state’s
experiences with implementing and modifying the ratios. Results showed that 36 states
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had established minimum staffing requirements. However, standards were quite complex
and differed markedly across the states. Some states reported that facilities’ use of agency
personnel increased as a direct result of changes to minimum staffing requirements, while
others did not report changes. Results also showed that facility staffing was not the only
factor that affected the quality of care, but staff training and facility management also did
(Tilley et al., 2003).
The 1998 Hartford recommendations, the 2000 HCFA report, and the 2001
DHHS Phase I and Phase II reports reflect a growing concern regarding the quality of
care in nursing homes. In addition, reports by the U.S. GAO, the U.S. Office of the
Inspector General and the CMS have found that many nursing homes across the country
violate federal health and safety standards, that these violations often involve serious
neglect and mistreatment o f residents (Centers for Medicaid and Medicaid, 2001).
Thirty-six states have passed “Patients Bill of Rights” legislation (Day, 2001).
Thirty-one of these state laws allow for bringing suit for violating patient rights. As a
result, the liability insurance costs for nursing homes are also on the rise. Likely,
Medicare and Medicaid reimbursement will not keep pace with these extraordinary costs
and nursing homes will have to face new cost restraints (Day, 2001).
The federal government in its part has created the United States Sentencing
Commission to institutionalize ethical compliance initiative and to help prevent illegal
activity (Silverman, 2000). In Federal Sentencing Guidelines for Organizations (FSGO),
approved by Congress in 1991, organizations are required to develop effective internal
ethics and compliance initiatives to prevent misconduct (Silverman, 2000). Similarly, the
Joint Commission on Accreditation of Health Care Organizations (JCAHO) developed
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and introduced standards in 1995 to ensure that the integrity of clinical decision-making
is protected from financial pressures (Silverman, 2000). However, the external
constraints on behavior ignore the impact o f organizational dynamics on the ethical
behavior of organizations and its individual members in the delivery of health care
(Silverman, 2000).

Statement of the Problem

Complicating the picture of nursing shortage is the high rate o f nursing staff
turnover, averaging 49 percent for RNs and 71 percent for certified nursing assistants
(CNAs) in nursing facilities nationally (Howard et al., 2005). Higher turnover rates for
RNs and LPNs were reported in SNFs than hospitals and other settings (Thompson &
Brown, 2002; Decker, Dollard & Kraditor, 2001). For example, in a review of previous
research, Decker, Dollard and Kraditor (2001) found that annual turnover rates among
RNs in nursing homes ranged from 28 percent to 58 percent and among LPNs from 27
percent to 50 percent in studies conducted between 1998 and 1999. In contrast, for all
nursing personnel in acute care hospitals, studies found a turnover rate ranging only from
12 percent to 23 percent in 1999 (Decker, Dollard & Kraditor, 2001). Furthermore, the
RNs in nursing homes were older on average than RNs in hospitals pointing to
recruitment problems in the future as the workforce of RNs ages (Decker, Dollard &
Kraditor, 2001).
The American Health Care Association (AHCA) collected data from 6,155
nursing homes (37.7%) in all 50 states in the United States (Decker et al., 2003). The
survey instrument collected information across six nursing staff positions on the number
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o f established and vacant positions as of June 30,2002, the number of employees who
left these facilities over the six month period from January 1 through June 30, 2002, and
on the relative difficulty the nursing home experienced in recruiting key nursing staff.
Results showed that the annual turnover for Staff RNs, LPNs, and Directors of
Nursing (DONs) stood at about 50 percent across all three positions (Decker et al., 2003).
Although turnover among Administrative RNs was only about 36 percent, turnover
among CNAs was estimated at over 71 percent in 2002. In 2002, the annualized turnover
rate for licensed nurses in the midwestem state of the United States, where this study is
being conducted, were as follows: DONs - 27.6%, administrative RNs = 24.1%, staff
RNs = 43.7%, LPNs = 37.5%, and CNAs = 65.6% (Decker et al., 2003, pp. 31-35).
High rates of turnover lend support to the commonly held view that nursing
homes are undesirable workplaces (Schaefer & Moos, 1996). Not only does staff
encounter the strain of workload of caring for chronically ill patients, but their jobs are
often characterized by menial and repetitive tasks, on the job injuries, close supervision, a
lack of social and economic rewards (Schaefer & Moos, 1996; Francis-Felsen et al.,
1996). Work climates characterized by a lack of support, cohesion, autonomy, or clarity,
were also associated with job dissatisfaction (Blegen, 1993), turnover (Chambers, 1990)
and poor staff morale (Schaefer & Moos, 1996). Nursing and health care management
literature have both indicated that the loss of nursing staff and the employment of
temporary agency nurses to fill staff shortages (Seybolt, 1986; Francis-Felsen et al.,
1996) can be reduced if SNFs administrators identify and alter organizational conditions
that contribute to low satisfaction and subsequent turnover (Chambers, 1990; Alexander,
et al., 1998).
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Over the years many models of turnover were developed (Price, 1977; Bludom,
1982; Mobley et al., 1979; Steers & Mowday, 1981; Parasuraman, 1989) that provided a
comprehensive understanding of the variables related to nursing turnover. Among the
antecedents of turnover, researchers have determined turnover intention (TOI) as the
strongest predictor of turnover among hospital nurses (Price & Mueller, 1981a, 1981b;
Parasuraman, 1989; Atencio, Cohen, & Gorenberg, 2003; Davidson et al., 1997) as well
as long-term care nurses (Francis-Felsen et al., 1996; Alexander et al., 1998; Castle,
2005). Turnover intention is considered a conscious and deliberate willingness to leave
the organization (Tett & Meyer, 1993). It has been described as the last sequence of
withdrawal cognitions (Tan & Tan, 2000). Turnover intention is the dependent variable in
this study and will be explicated in Chapter II.
Research continues to look into factors that might explain the process by which
nurses decide to resign from their workplace. The role of the organization itself and its
immediate environment in influencing turnover has been explored only more recently in
long-term care settings (Chambers, 1990; Francis-Felsen et al., 1996; Brannon, Zinn, &
Vincent, 2002). Organizational climate describes the practices and procedures of an
entire organization or subunit and influences the attitudes and behaviors of the
participants (Sleutel, 2000). Research on organizational climate reflects a growing
consensus among scholars on two points: First, that work climate, in general, has a
significant impact on employee attitudes and behavior (Joyce & Slocum, 1979; Reichers
& Schneider, 1990; Cohen, 1995). Second, that organizational culture and climate are
particularly influential determinants of moral conduct in the workplace (Cohen, 1995;
Trevino, Butterfield, & McCabe, 1998).
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Due to differences in individuals’ positions, work groups, and employment
histories, perceptions of organizational climate may vary within an organization (Victor
& Cullen, 1988). Furthermore, an organization, subunit and work group may consist of
many different types of climates-including an ethical work climate (Rousseau, 1988;
Schneider, 1975; Victor & Cullen, 1987,1988). The ethical climate arises when members
believe that certain forms of ethical reasoning and/or behavior are expected standards or
norms for decision-making within the organization (Cullen, Parboteeah, & Victor, 2003).
Victor and Cullen (1987, 1988) posited that a typology of nine ethical climate types could
be generated from two dimensions of moral reasoning: (1) the ethical criteria (egoism,
benevolence, or principle) used to make decisions, and (2) the “locus of analysis”
(individual, local, and cosmopolitan). An ethical climate is an important component of
organizational climate (Victor & Cullen, 1987; 1988) and studies show that it can
influence not only the ethicalness of organizational members but also job-related
outcomes (Schwepker, 2001; Wimbus & Shepard, 1994).
Although limited, research appears promising in finding significant relationships
between Victor and Cullen’s (1987,1988) ethical climate (EC) typology and various
facets of job satisfaction (Joseph & Deshpande, 1997; Schwepker, 2001), organizational
commitment (Cullen, Parboteeah, & Victor, 2003; Schwepker, 2001), and turnover
intention (Schwepker, 2001; Sims & Kroeck, 1994). However, no published research in
the healthcare management literature was found on the effects of Victor and Cullen’s EC
typology on nurses’ TOI. In addition, ethical climate research in nursing has generally
viewed the ethical climate as a global construct (e.g., Hart, 2005; Olson, 1998, 2002).
However, Joseph and Deshpande (1997) found that ethical climate types had disparate
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effects on nurses’ facets of job satisfaction and suggested future research to investigate
these effects on other work-related outcomes such as organizational commitment and
turnover intention. To advance knowledge in that respect, ethical climates were selected
as predictor variables in this study and will be explicated further in Chapter II.
A similar gap in literature exist with regard to how Eisenberger et al.’s (1986)
perceived organizational support (POS) construct predict licensed nurses’ work-related
outcomes in SNFs. Eisenberger et al. (1986) proposed that employees form global beliefs
about the extent to which an organization values their contributions and cares about their
well-being. Research conducted in a variety of work settings including healthcare has
found a significant relationship between POS and turnover intentions (e.g., Guzzo,
Noonan, & Elron, 1994; Wayne, Shore, & Liden, 1997). Perceived organizational support
was also positively related to affective organizational commitment and job satisfaction
(Rhoades & Eisenberger, 2002). Riggs and Rantz (2001) proposed a model of nurses’
retention in a nursing home that included POS as an important component. They
suggested future research to utilize Eisenberger et al.’s (1986) Survey of Perceived
Organizational Support (SPOS) to monitor factors such as organizational commitment,
citizenship and inrole behaviors, performance appraisals, and rates of turnover. Perceived
organizational support is the second predictor variable chosen for this study and will be
discussed in further detail in Chapter II.
Finally, no studies reviewed in the literature have explored the mediating effects
of job satisfaction (JS), organizational commitment (OC), and POS on the relationship
between ethical climates and TOI. Based on theory and empricial research, this study
assumes these effects to occur. For example, significant correlations have been found
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between ethical climates and job satisfaction (Cullen, Parboteeah, & Victor, 2003;
Schwepker, 2001), between ethical climates and organizational commitment (Joseph &
Deshpande, 1997; Schwepker, 2001), between ethical climates and POS (Carlson, 2005),
and between ethical climates and turnover intention (Schwepker, 2001; Sims & Kroeck,
1994). The mediation effects of the three variables will be discussed in Chapter II and III.

Purpose of the Study

The purpose of this study was twofold: (1) to replicate Victor and Cullen’s (1987;
1988) studies to confirm whether ethical climates arise in skilled nursing facilities, and
whether organizations and groups within organizations have identifiable ethical cliamtes;
and (2) to test a model that examines the effects of ethical climates and POS on licensed
nurses’ turnover intention through job satisfaction and organizational commitment.
Specifically, Figure 1.1 illustrates a conceptual model that includes three types of
independent variables-control variables (personal (i.e., age group and gender),
occupational (i.e., job position, job title, and years in the facility), organizational (i.e.,
facility ownership type and facility size), environmental (i.e., opportunity), and an over
claiming technique, the predictor variables (i.e., ethical climates and perceived
organizational support), and mediator variables (i.e., job satisfaction and organizational
commitment)-and a dependent variable (i.e., turnover intention). To clarify the mediating
effect of job satisfaction and organizational commitment, a path diagram depicts the
causal chain. In addition to its predictive role, the variable ‘perceived organizational
support’ is proposed to act as a mediator as well.
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The rationale for expecting relationships between the dependent and independent
variables is drawn from the field of organizational justice theory, cognitive dissonance
theory, symbolic interaction theory, perceived organizational support theory and social
exchange theories. The latter theories will be explicated in Chapter III.
Independent Variables
Control Variables

Personal
Age Group
Gender
Years in the
Facility

Occupational

Predictor Variables

Mediator Variables

Dependent Variable

Organizational
Ethical C lim a te s:
E g o istic
M cnevolonl

Job
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Turnover
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—
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PciCCi\Cll

Environmental

i )rg .m i/a tio n a l
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S u p p o rt

Organizational
Commitment
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Figure 1.1 Proposed Conceptual Model.

Research Questions

The foregoing discussion of background of the problem, the statement of the
problem and the purpose of the study has prompted nine research questions:
1. What ethical climates are confirmed to exist in skilled nursing facilities?
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2. What differences are found in licensed nurses’ ethical climate perceptions by
facility ownership type, job tile, job position, and years in the facility?
3. What is the role of the control variables as determinants of perceived
organizational support, job satisfaction, organizational commitment, and turnover
intention?
4. What is the role of the ethical climates as determinants of perceived
organizational support?
5. What is the role of ethical climates and perceived organizational support as
determinants o f mediator variables (job satisfaction and organizational
commitment) and dependent variable (turnover intention)?
6. What are the separate and collective effects of control variables, predictor
variables, and mediator variables on turnover intention?
7. What is the role of job satisfaction and organizational commitment as
determinants of turnover intention?
8. What is the role of job satisfaction, organizational commitment, and perceived
organizational support (separately) as mediators of the relationship between
ethical climates and turnover intention?
9. What is the role of job satisfaction and organizational commitment (separately) as
mediators of the relationship between perceived organizational support and
turnover intention?
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Assumptions

The assumptions basic to this study were as follows:
1. That the environment within a nurse employment setting can be an influential
predictor of licensed nurses’ behavioral intentions.
2. That factors that are chosen in this study will not be the only ones that influence
decision to leave a facility, however, they may increase explanation of the process
by which nurses decide to resign their jobs.
3. That Victor and Cullen’s (1988) Ethical Climate Questionnaire is an appropriate
measure of ethical work climate in a skilled nursing facility.
4. That both job satisfaction and organizational commitment will contribute
independently to the prediction of turnover intention, however, reciprocal
influences may exist.
5. That licensed nurses will accurately describe climate in the facility.

Significance of the Study

As the need for long-term care services increases over the years and decades, in
part due to the aging of the baby boomers, the proportion of available nursing personnel
needed in settings that care for the aged would increase considerably (Decker, Dollard, &
Kraditor, 2001). Although the ramifications of proper staffing apply to most departments
in a SNF, it can be said that many problems are directly related to the largest department,
that of Nursing. The most essential component of the nursing department is made up of
licensed nurses, RNs and LPNs, whose turnover rate was 50 percent across the country
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(Decker et al., 2003; Howard et al., 2005). In the Midwestern state, where this study was
conducted, turnover rates were particularly high for staff RNs (44%) and LPNs (38%) in
2002 (Decker et al., 2003). Although these percentages are below 50 percent to affect the
survival of an organization (Price, 1977), they are sufficiently high to be a cause for
concern. Given the scare resources available in SNFs, additional nursing turnover can
spell a disaster (Proenka & Shewchuk, 1997). For example, the costs of replacing an RN
in a SNF could cost over $7,000 (Caudill & Patrick, 1991).
The high turnover rate in nursing homes also means that recruitment of nursing
staff is a constant and major effort. In this effort, nursing homes can be at a disadvantage
in the competition for staff compared to other health care providers, stemming from wage
and benefits differentials (Decker, Dollard, & Kraditor, 2001). For example, a RN in a
nursing home earned 17 percent less than the RN in the acute care setting (Decker,
Dollard, & Kraditor, 2001).
In addition, the demand for nurses will come not just from the more traditional
nursing home and home care industries, but from assisted living, adult day care, and new
forms of home based and residential care that are only now beginning to emerge (Riggs,
2002). The move toward consumer-directed care and the so-called “cash and counseling”
systems, that allow people to hire their workers directly, will increase more employers
competing for available workers (Riggs, 2002).
Industry forecasts predict that health care organizations will face ongoing
pressures to lower costs. Since staffing typically accounts for more than half of a
provider’s operating costs, staffing is likely to be a primary target for cost-containment
efforts when funding decreases (Proenka & Shewchuk, 1997). However, based on a study
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of 10 states, CMS found that 23-56 percent of nursing facilities fail to provide minimum
levels of professional staffing below which quality of care may be seriously impaired
(Centers for Medicare and Medicaid Services, 2001). In this context, cost-containment
strategies that result in lower staffing levels may not be worth the tradeoff and providers
need to find new ways to cut costs without sacrificing quality to achieve their goals
(Proenka & Shewchuk, 1997).
The primary goal of SNFs is to attain or maintain the highest practicable physical,
mental and psycho-social well-being of each resident (Abramovice, 1988). Quality of life
issues are addressed 24 hours a day and seven days a week. Ethical conduct during this
long course of care is important because it affects the well-being of the resident
(Abramovice, 1988). Daily decisions must be construed in an ethical context and high
staff morale is essential to maintaining a staff willing to be productive, committed to
quality, and able to handle issues within the daily work activities (Abramovice, 1988).
Ethical behavior is directly related to staff retention, turnover, and daily work attendance
(Olson, 1998; 2002; Schwepker, 2001). Given that ethical climate has been associated
with ethical behavior (Victor & Cullen, 1990; Deshpande, 1996a; Wimbush & Shepard,
1994; Wimbush, Shepard, & Markham, 1997b; Peterson, 2002), the ability of climate to
influence nurses’ behavior takes on a critical role.
As an important component of organizational climate, ethical climate was found
to influence hospital RNs’ turnover intentions (Hart, 2005) and facets of job satisfaction
(Joseph & Deshpande, 1997). Yet, no published study has explored the influence of
distinct ethical climates and POS on licensed nurses’ turnover intention in a SNF. Also,
the majority of studies on antecedents of the turnover intention among licensed nurses
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have been completed in acute care settings (Francis-Felsen et al., 1996). Yet, research
shows that findings from studies of nurse retention in acute care settings cannot be
generalized fully to nurses in long-term care facilities due to differences in the role
variations and types of patient care entailed (Stratton et al., 1992). Furthermore, most
studies o f turnover intention in SNFs have focused on CNAs (Thompson & Brown,
2002). However, it would be difficult to use the same reasons for turnover intention for
licensed nurses since prior research has shown differences in factors of RN, LVN, and
CNA turnover (Anderson, Issel, & McDaniel, 1997).
As a consequence, the accumulated findings of research on licensed nurses’
behavioral intentions in SNFs have produced little by way of empirically reliable
guidance on remedying the problem. Both nursing and health care management literature
have indicated that the loss o f nursing staff can be reduced if officials identify and alter
organizational conditions that contribute to the low job satisfaction, organizational
commitment, and subsequent turnover (Hart, 2005).
The present study has both theoretical and practical significance.
On the theoretical side, it adds to two bodies of literature, literature focused on the
study of ethical work climate, and recruitment and retention literature on nursing
employment. First, it extends the theoretical knowledge of the construct ethical climate:
(1) by providing further validation of Victor and Cullen’s EC typology, (2) by confirming
the existence or nonexistence of ethical climates through meaningful aggregation of
perceptions, (3) by studying the broadest range of organizations in terms of three
different sectors surveyed to date in ethical climate research, using methodologically
valid techniques, (4) by filling a gap in the literature on the influence of distinct ethical
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climates on turnover intention, and (5) by filling a gap in the literature on the mediating
role of perceived organizational support on the relationship between different ethical
climates and job satisfaction, organizational commitment, and turnover intention. Second,
it contributes to the recruitment and retention literature on nursing employment (1) by
filling a gap in the literature on the existence of distinct ethical climates in SNFs, and (2)
by filling a gap in the literature on the influence of distinguishable ethical climates and
perceived organizational support on licensed nurses’ attitudinal and behavioral intentions
in an attempt to understand better the process by which LNs resign from SNFs.
At a practical level, if significant relationships between ethical climates and POS
and job-related outcome variables exist, administrators of SNFs will be provided with
specific directions of (1) how to improve or maintain the work environment in order to
support and retain licensed nurses in a SNF, and (2) how to boost or maintain the current
levels of licensed nurses’ job satisfaction and organizational commitment to better
operate in a competitive market.
According to the new American Nurses Association (ANA) Code of Ethics for
Nurses (2001), all nurses have a responsibility to contribute to “a moral environment that
encourages respectful interactions with colleagues, support of peers, and identification of
issues that need to be addressed” (p. 21). Research, however, shows that unethical
behavior was related to ethical climates even in organizations with a code of ethics
(Peterson, 2002). Therefore, acquiring knowledge about the effects of ethical climates
and level of POS within a SNF, factors amenable to change, can help organizations to
deal more effectively with dysfunctional behaviors and make a difference in enhancing a
licensed nurse’s dedication and loyalty to the organization.
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The proper treatment of the residents in the long-term care facility is of utmost
importance (Abramovice, 1988). Proper staffing will create a positive public image, but,
even more importantly, it will reduce the possibility of a negative image associated with
repeated lawsuits and conflicts with community and family groups (Abramovice, 1988).

Organization of Dissertation

The remaining portions of the dissertation are organized into five chapters.
Chapter II is organized into five sections and provides a detailed review of extant
literature. In addition to elaborating the major theoretical concepts, ethical climate,
perceived organizational support, job satisfaction, organizational commitment, and
turnover intention, this chapter also provides a discussion of core theories upon which
these concepts are built.
Chapter III proposes an integrated model based on theories of organizational
justice, dissonance, social interaction, organizational support, and social exchange, and
specifies hypotheses to be tested.
Chapter IV explains and justifies the methodology used in this study. The
research design and target population are presented, instrumentation defended, data
collection procedures are discussed, and the type of statistical analysis is described.
Chapter V consists of the results of data analysis.
Chapter VI includes a discussion of the results, their theoretical and practical
implications as well as limitations of the study.
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CHAPTER II

LITERATURE REVIEW

Introduction

This chapter describes literature relevant to the research purposes of this
dissertation. The detailed review of literature has two major objectives of: (1) identifying
theoretical and methodological characteristics of variables used in this study, and (2)
drawing inferences specific to the state of knowledge of those variables.
It is organized into five sections. First, the role of the predictor variables ethical
climate and perceived organizational support are explicated separately. Since ethical
climate is a major component of organizational climate, this section will first begin with a
brief overview of literature on organizational climate. Second, the role of the mediator
variables job satisfaction and organizational commitment are reviewed separately. This
section also includes a discussion of their mediation role on the turnover continuum. The
third section reviews literature on the dependent variable, turnover intention. The fourth
section includes a review of the literature of control variables used in this study. At the
end of each section, the relevance of the literature to the research reported in this
dissertation is discussed. A summary, that synthesizes the relationship am ong the

predictor, mediator, dependent, and control variables, concludes this chapter.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

25

Predictor Variables

Ethical Climate (EC)

The review of literature of the predictor variable ethical climate begins with a
discussion o f the importance of the construct, followed by an overview of ethical climate
conceptual development, a discussion of the empirical evaluation of five frequently
studied ethical climate dimensions, and a discussion of empirical research on the
association between ethical climates and a variety of work outcomes.

Importance o f Ethical Climate

Many scholars (e.g., Victor & Cullen, 1988; Agarwal & Malloy, 1999; Joseph &
Deshpande, 1997) advocate the importance of ethical climate research. Victor and Cullen
believe that the ethical work climates serve as a perceptual lens through which workers
diagnose, assess, and solve ethically problematic situations (Cullen, Parboteeah, &
Victor, 2003). When organizations have discemable ethical climates, employees are more
capable o f identifying types of ethical dilemmas and of resolving them (Barnett &
Vaicys, 2000). In addition, Wimbush and Shepard (1994) contend that ethical climates
can influence workgroup and organizational performance; whereas Joseph and
Desphande (2005) assert that an organization can influence facets of job satisfaction of its
employees by manipulating the ethical climate. In sum, researchers believe that through
grasping the relationship between ethical climates and work outcomes, managers will be
more capable o f understanding how to diagnose and manage ethical climates, ethical
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behavior and other organizational outcomes (Peterson, 2002; Wimbush, Shepard, &
Markham, 1997b).

Defining Ethical Climate

Despite numerous and varied attempts to define ethical climate, there seems to be
relative consensus that it is a psychological construct based upon the aggregation of
individual perceptions (Victor & Cullen, 1987). Victor and Cullen (1987, p. 51) define
ethical climate as “the shared perceptions of what is ethically correct behavior and how
ethical issues should be handled”. Wimbush and Shepard (1994, p. 637) cite Schneider
(1975) when defining ethical climate as “the stable, psychologically meaningful, shared
perceptions employees hold concerning ethical procedures and policies existing in their
organizations”. They indicate that these shared perceptions are based on members’
observations as opposed to their feelings or attitudes about how the organization handles
ethical issues. Kelly and Dorsch (1991, p. 386) define ethical climate as “the prevailing
attitudes about the firm’s standards concerning the appropriate conduct within the firm”.
Thus, ethical climate is a type of work climate that is best understood as a group of
prescriptive climates reflecting organizational procedures, policies, and practices with
moral consequences (Martin & Cullen, 2006, p. 177).

Ethical Climate Conceptual Development

Organizational Climate. Conceptually, ethical climate is a type of organizational
work climate (Martin & Cullen, 2006). The concept of organizational climate has been
prominent within organizational behavior, sociology, and applied psychology. According
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to Rousseau (1989), over a dozen reviews of the climate literature have appeared since
the mid-1960s, making climate a mature and distinct concept in organizational science.
In their definition of climate, some researchers (e.g., James & Jones, 1974;
Schneider, 1975) emphasized the cognitive schemata (where individual factors are
primary determinants). For example, Schneider (1975, p. 474) defined climate as
perceptions that “are psychologically meaningful molar descriptions that people can
agree characterize a system’s practices and procedures.” Other researchers (e.g.,
Schneider & Reichers, 1983) have defined climate as summary perceptions (where
person and situation interact). In a review of previous climate research, Rossenau (1988)
identified two consistent defining attributes of climate to persist through its various
conceptualizations: perception and descriptions.
Among climate researchers, disagreement also exists concerning the level of
analysis-individual or organizational-appropriate for climate research. Some researchers
argue that organizational climate cannot exist without consensus, while others have
interpreted lack of consensus to mean that climate is an individual attribute (Rousseau,
1989). Rousseau (1989, pp. 144-147) found four different types climate discussed in the
literature: psychological, aggregate, collective, and organizational.
Psychological climate was usually described as the unaggregated individual’s
perceptions of their environments, whereas the aggregate climate was referred to as
individual perceptions averaged at some formal hierarchical level (e.g., workgroup,
department, division). Collective climates were composites of individuals for whom
situations had common stimulus values. The final type of climate, referred to individual
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perceptions of organizational practices and characteristics that met statistical criteria for
aggregating to that level.
In sum, climate studies have been largely inconclusive when it comes to climate’s
definitions, operationalizations, and theoretical integration (Rousseau, 1989). Martin and
Cullen (2006) point out that there was no accepted model of psychological climate that
defined the theoretical boundaries of this construct and that this had hindered the
development of standard measures. In contrast, ethical climate was developed from
strong theoretical arguments and resulted in consistent theory and measurement over
nearly two decades o f use (Martin & Cullen, 2006).

Ethical Climate Theory (ECT). The focus of ECT is a typology based on
ethical philosophy as well as the sociological theory of reference groups (Victor &
Cullen, 1988). ETC characterizes ethical criteria that encompass most ethical theory and
draws from Kohlberg’s theory of moral development and much of moral philosophy
(Victor & Cullen, 1987). Kohlberg specified three major types of ethical standards: selfinterest, caring and principle. These standards also reflected the three major classes of
ethical theory: egoism, utilitarianism, and deontology (Victor & Cullen, 1997). Victor
and Cullen (1987) theorize that ethical climates evolved along a dimension similar to
Kohlberg’s ethical standards and the three types of ethical theory. The Victor and Cullen
framework refers to egoism, benevolence (utilitarianism) and principle (deontology)
dimensions. Research shows that one dominant criterion will emerge in an organization
and ultimately define the organization’s ethical climate (Martin & Cullen, 2006).
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The first construct, egoism, applies to self-interest maximizing behavior and
implies that a consideration of what is in the individual’s best interest will dominate the
ethical reasoning process (Barnett & Vaicys, 2000; Weber & Seger, 2002). The
benevolence or utilitarian criterion suggests that individuals make ethical decisions by
considering the positive or negative consequences of actions on referent others (Barnett
& Vaicys, 2000; Weber & Seger, 2002, Agarwal & Malloy, 1999). The principled or
deontological criterion posits that individuals make ethical decisions after considering
actions in regard to universal and unchanging principles of right and wrong (Barnett &
Vaicys, 2000). Emphasis is placed upon duty founded upon rules, policies, procedures,
and regulations (Weber & Seger, 2002)
These three ethical criteria are juxtaposed with locus of analysis dimension. The
locus of analysis is the reference group used when making ethical decisions. Victor and
Cullen base this dimension o f ethical climate on sociological theories of reference groups
and its application to organizational contexts (Barnett & Vaicys, 2002; Martin & Cullen,
2006). These theories posit that individuals refer to different groups for norms of
behavior and role definition (Barnett & Vaicys, 2002). Applying this reasoning to ethical
climates, Victor and Cullen (1988) conceptualized three levels of reference groups (i.e.,
individual, local, and cosmopolitan).
At the individual locus, the ethical climate of the organization supports an
individual-level source for normative standards regarding the ethical reasoning. In other
words, it focuses on an individual’s personal ethics (Barnett & Vaicys, 2000). The local
locus is supported by organizational norms favoring reference groups within the
organization itself (Barnett & Vaicys, 2000). The local referent is the immediate work
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group or the organization generally as well as individual’s community of significant
others (Agarwal & Malloy, 1999). The cosmopolitan locus is supported by norms
favoring external forces for ethical reasoning (Barnett & Vaicys, 2000). It extends
beyond the group and the firm and is shaped by normative systems that have the potential
to operate within the organization but are generated and maintained externally (e.g.,
professional codes of ethics as opposed to organization-specific behavioral norms)
(Agarwal & Malloy, 1999).
Victor and Cullen (1988) combined the two dimensions, ethical criteria and locus
of analysis, to form a typology of nine theoretical possible ethical climate dimensions
expected to guide to decision-making process in an organization or unit, which are
illustrated in Table 2.1.

Table 2.1

Theoretical Strata of Ethical Climate (Victor & Cullen, 1987)
Locus of analysis
Ethical Criteria

Individual

Local
Work Group

Egoism

Self-Interest

Benc\ ole nee
(Itililarian)
Principle
(T)eontolog>)

Friendship

Organizational
Interest
Team Interest

\
j

Personal Morality

Organizational rules
and procedures

Cosmopolitan
Society
(Global)
Efficiency
Stakeholder
Orientation
Laws and
professional
codes

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

31

Victor and Cullen (1987, 1988) argue that the nine ethical climate types are valid
as organizational normative structures and do not represent levels of moral development
for organizations. Additionally, no one organization is expected to have all nine climates
(Cullen, Victor, & Bronson, 1993). Moreover, different dimensions of ethical climates
may exist within organizational subunits (Victor & Cullen, 1987,1988; Wimbush,
Shepard, & Markham, 1997a). This means that in order to determine the pervasiveness of
ethical climate, it is also important to examine organizational subgroups or units.

Measurement of Ethical Work Climate

Ethical Climate Questionnaire. Victor and Cullen (1987, p. 57) developed
the Ethical Climate Questionnaire (ECQ) in order to assess employee perceptions of how
members of an organization typically make decisions concerning various “events,
practices, and procedures” requiring ethical criteria. The underlying assumption of the
ECQ is that the ethical climate in organizations can be classified into categories
analogous to Kohlberg’s (1981) ethical standards and the referent group that serves as a
source of moral reasoning.
However, Victor and Cullen (1988, pp. 110-111) note that because perceptions
are filtered by individual psychological characteristics and other individual differences,
evaluative or affective responses to the organization can confound climate perceptions.
Thus, the questions in the instrument emphasize descriptions rather than feelings. Higher
scores on the EC dimensions mean a higher level of that particular measure.
The ECQ used in the 1987 and 1988 studies of Victor and Cullen contained 26
items. Cullen, Victor, and Bronson (1993) incorporated ten additional items. However, in
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a review o f prior research, Peterson (2002) found that a more parsimonious factor
structure could be obtained based on the original 26 items.
Table 2.2 illustrates studies that have used the 26-item and 36-item versions of the
ECQ. The coefficient alpha was consistently high, ranging from 0.60 to 0.92 with a
median of 0.76.

Table 2.2
Study Characteristics and Construct Validity of Ethical Climate
VV;ECQi::..
items
26 items

Study

Sample

Victor &
Cullen (1987)

151
4 groups

Victor &
Cullen (1988)

872
4 organizations
4 job levels

26 items

Factor
analysis
revealed 5
factors

Wimbush
(1991)

757
1 multi-unit
sales
organization

36 items

Factor
analysis
replicated 6
items

Kelley &
Dorsch (1991)

1200
10 major
divisions o f a
commercial
company
4,400
employees in
440 retail stores

26 items

Factor
analysis
revealed 5
factors

36 items

Factor
analysis
revealed 5
factors

Wimbush,
Shepard, &
Markham
(1997)

Validity

ECQ a

Factor
analysis
revealed 6
factors

Professionalism (0.81)
Caring (0.82)
Rules (0.75)
Instrumental (0.78)
Efficiency (0.73)
Independence (0.65)
Caring (0.80)
Rules (0.79)
Law & Code (0.79)
Instrumental (0.71)
Independence (0.60)
Caring (0.92)
Rules (0.88)
Service (0.85)
Law & Code (0.88)
Instrumental (0.72)
Independence(0.69)
Caring (0.85)
Rules (0.75)
Law & Code (0.74)
Instrumental (0.73)
Independence (0.62)
Caring (0.92)
Rules (0.75)
Law & Rules (0.88)
Service (0.85)
Instrumental (0.72)
Independence (0.69)
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Empirically Derived Ethical Climate Types

The question of how many ethical climates exist has been the subject of
several investigations (Victor & Cullen, 1987, 1988; Cullen, Victor, & Bronson, 1993;
Agarwal & Malloy, 1999; Wimbush, Shepard & Markham, 1997). Because these studies
represent exploratory efforts to identify the underlying dimensions of the ECQ, some of
them will be discussed in more detail next.

Victor and Cullen’s 1987 Study. The ECQ with twenty-six descriptors was
administered to four distinct employed groups: a general managerial sample of employed
students in a Masters of Business Administration program (n = 75); faculty members at a
Midwestern university (n = 25); military personnel (n = 29); and managers from a
trucking company (n = 17). The factor analysis of the results verified six of the
theoretical EC types, which are illustrated in Table 2.3.

Table 2.3

Six Empirical Derivatives of Ethical Climate (Victor & Cullen, 1987)
Locus of analysis
Ethical Criteria i

{

Egoism
Benoolence
(I'tilitarian)
Pt inciple
(Deontology)

}

Individual

Local

Cosmopolitan

Instrumental

Efficiency

Caring

Professionalism

Independence

Rules
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Victor and Cullen’s (1987) results showed that ethical climates were sufficiently
strong and identifiably different to produced significant discrimination among the groups.
The researchers found both differences in the mean perceptions between organizations
and internal consistency in perceptions within a single organization. Based on the criteria
for evidence o f an organizational climate (Joyce & Slocum, 1984), the results of
statistical analysis on these data indicated that ethical climate did exist.

Victor and Cullen’s (1988) Study. In their second study, Victor and
Cullen (1988) selected four firms of varying size and industry to survey. These included a
printing company with thirty-three employees, a savings and loan with 450 employees, a
manufacturing plant with 200 managers, and a local telephone company with 500 non
union employees. The ECQ version used in this study was the same as in the 1987 study.
As shown in Table 2.4, five EC types were identified.

Table 2.4

Five Empirical Derivatives of Ethical Climate (Victor & Cullen, 1988)

1

Locus o f analysis

L Ethical Criteria

Individual

Local

B

Egoism

!

Instrumental

||
H

Benevolence
(I'tilitarian)
Principle
(Deontology)

f

Caring

p
[,{

Cosmopolitan

Caring

f

I

Independence

Rules

Law and Code
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In contrast to the previous study (Victor & Cullen, 1987), the egoism criterion/
cosmopolitan locus was found to be a caring climate instead of an efficiency climate.
Furthermore, benevolent criterion/cosmopolitan locus was also found to be a caring
climate instead o f the earlier professionalism climate. Victor and Cullen believed that the
instability of the egoism!cosmopolitan items could be traced to the particular meanings
they conveyed within the contexts of each organization (e.g., efficiency being more
embedded in the manufacturing plant than in other sites). Victor and Cullen (1988)
renamed professionalism climate, law and code.

Cullen. Victor, and Bronson’s (1993) Study. These researchers used the most
recent version of the ECQ, which consisted of 36 items. Four accounting firms were
surveyed and seven dimensions of ethical climates were identified as illustrated in Figure
2.5.

Table 2.5

Five Empirical Derivatives of Ethical Climate (Cullen, Victor & Bronson, 1993)
Locus of analysis
|

Ethical Criteria

Individual

i

Egoism

Self-Interest

Benevolence
(I'tilitarian)
Principle
(Deontology)

t

Local
Work Group

!
Friendship, 1ream Interest
i (Loaded on the same factor in all studies)
1 Personal Morality
Rules, Standard
i
Operating
Procedures

Cosmopolitan
Society
(Global)
Efficiency
Social
Responsibility
Laws,
Professional
codes
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Six of the nine theoretically possible ethical climate dimensions were confirmed
for the third time in this study. The social responsibility climate found in the benevolence
criterion/cosmopolitan locus was new. The factor company profit was not identified
because the items for this climate dimension either did not load on meaningful factors or
did not contribute to the reliability of the factor. Cullen, Victor & Bronson (1993) point
out that the presence of the climates at the organizational level was less stable than at the
individual level (psychological level). However, the number of organizations surveyed
across the three studies (n = 12) was much smaller than the number of individuals
surveyed (N= 1,167). Inasmuch as the level of analysis is the organization (or subunit), a
larger sample of organizations was needed to validate the ethical climates at the
organizational level.

Wimbush. Shepard, and Markham’s 11997b) Study. The researchers surveyed
4400 employees in 440 retail stores throughout the United States, using the 36-items of
the ECQ. Five factors-independence, caring, instrumental, law and rules, and service were derived including a factor not found previously. Since most of the items were
related to service it was labeled “service” (see Table 2.6). Some items of the efficiency
climate were included under the “caring” factor and one item under the “service” factor.

Agarwal and Malloy’s (1999) Study. Agarwal and Malloy (1999) applied the EC
construct for the first time to the not-for-profit sector. The subjects of the study were
members of a provincial sport federation in a Canadian province. The researchers found
two distinct “caring” climates, one at the individual locus of analysis, the other at the
cosmopolitan level (see Table 2.7).
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Table 2.6

Five Empirical Derivatives of Ethical Climate (Wimbush, Shepard, & Markham, 1997)
Locus of analysis
Ethical Criteria

Individual

Local

Egoism

Instrumental

Bene\ nlence
(I tilitarian)
Principle

Caring
1

Cosmopolitan

Service
Law and Rules

Independence

Table 2.7

Five Empirical Derivatives of Ethical Climate (Agarwal & Malloy, 1999)
* Ethical Criteria
I

1

f

Egoism

h

Benevolence
(I tilitarian)
Principle
(l)contolog\)

§

Locus o f analysis
Individual

Local

Cosmopolitan

iI Machiavellianism
Individual Caring

Social Caring

Independence

Law and Code

Agarwal and Malloy (1999) also noted the lack of any verifiable climates at the
local level of analysis due to the fact that organizational rules and procedures were not
the typical subclimates in non-profits, as they were in the for-profit sector. Instead, the
climates were polarized between the individual and cosmopolitan levels.
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Erakovich, Bruce, and Wyman’s (2002) Study. Erakovich, Bruce, and Wyman
(2002) applied Victor and Cullen’s EC typology to public organizations. They argue that
public organizations employ structural and normative approaches to build organizational
ethical climates. The structural approach focuses on formal legal arrangements, primarily
regulatory and legal prescriptions through which government seeks to channel and
control behavior. The normative approach examines how ethical values are made
operational in organizations. They selected five organizational ethical climate
dimensions: (1) individual interest climate, (2) organizational interest climate, (3)
principled interest climate, (4) principled organizational climate and (5) principled
cosmopolitan climate. These are shown in Table 2.8.

Table 2.8

Theoretical Strata of Ethical Climate (Erakovich, Bruce, & Wyman, 2002, p. 14)
Locus of analysis
Individual

|

Self-Interest

Egoism

L Pm!!p,e

_

Principled Interest

Local
WorkGroup

Cosmopolitan
Society
(Global)
Organizational Interest

Principled
Organizational

Principled
Cosmopolitan

The researchers surveyed 2,600 Senior Executive Service managers in the federal
government, 75 managers in a fire department, 77 managers and supervisors for a mid
sized city, and 86 managers and supervisors in the Dallas Region of a large Texas state
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agency. The factor analysis of the results established the hypothesized five distinct ethical
climates in public organizations.

Five Common Empirically Derived Climates

Over the course of numerous studies, five climate dimensions were verified
(Martin & Cullen, 2006). These types were labeled instrumental, caring, independence,
law and code, and rules (Victor & Cullen, 1988). Table 2.9 shows these five common
empirically derived EC dimensions.

Table 2.9

Five Common Empirical Derivatives of Ethical Climate (Victor & Cullen, 1988)
Locus of analysis
Individual

Local

Cosmopolitan

Instrumental
^

Benevolence
(Utilitarian)
Principle
(Deontology)

Caring

1
1

Independence

Law and Code

Instrumental Dimension. Actors perceiving an instrumental climate
see their organizational unit as having norms and expectations that encourage ethical
decision-making from an egoistic perspective (Martin & Cullen, 2006). The needs and
interests of others (within the same department or organization) are of less concern
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(Cullen, Parboteeah, and Victor, 2003; Wimbush & Shepard, 1994). The primary goal is
to serve the organization’s interests or provide personal benefits (Martin & Cullen, 2006).

Caring Dimension. The roots of the caring construct are embedded in the
benevolence theory (Martin & Cullen, 2006). In this climate, individuals perceive that
decisions should be made to provide the greatest good for the greatest number of people.
The decision-maker seeks the alternative that maximizes joint interests even if it means a
lesser satisfaction of individual needs (Cullen, Parboteeah, and Victor, 2003; Weber,
1995). Concern for and consideration of others is perceived to be supported by the
policies, practices, and strategies of the organization by its actors (Martin & Cullen,
2006). According to Martin and Cullen (2006), studies assessing employees’ preferred
climate most frequently indicated favor for this climate.

Independence. This climate indicates that individuals should act on deeply held,
personal moral convictions when they make ethical decisions (Martin & Cullen, 2006).
These individuals also believe that decisions made in an organization should emphasize
personal moral beliefs with minimal regard to external forces and outside influence on
decision-making (Martin & Cullen, 2006).

Law and Code. The law and code climate is based on the perception that the
organization supports principled decision-making based on external codes such as the
law, Bible, or professional codes of conduct (Martin & Cullen, 2006). Thus, in
organizations where law and code climate is predominant, the decision-maker resorts to
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decisions that are based on the mandate of some external system (i.e., to avoid breaking
the law) (Martin & Cullen, 2006; Peterson, 2002).

Rules. In rules-oriented climate, organizational decisions are perceived to be
guided by a set o f local rules or standards such as codes of conduct. When organizations
develop rules climates they are more likely to be congruent with internalized professional
norms and values, which should lead to greater levels of organizational commitment
(Cullen, Parboteeah, and Victor, 2003). Schwepker (2001) found that the degree of
enforcement o f rules-based climate was positively associated with commitment for
professional sales people.

Ethical Climate: Antecedents and Consequences

Antecedents o f Ethical Climates

In a meta-analytic overview of the ethical climate research, Martin and Cullen
(2006) discuss three broad classifications of antecedents: external organization context,
organizational form, and strategic and managerial orientations. For example, studies have
identified important relationships between leadership/managerial orientations or styles
and organizational actors’ moral development, actors’ perceptions of ethical climate, as
well as actors’ internalization of ethical codes. The researchers note that, in general,
literature that investigated antecedents of ethical climates was very fragmented and
under-researched (p. 179). Since organizational form as an antecedent of ethical climate
has relevance to this study it will be reviewed in more detail next.
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Organizational Form. Organizational form was found a significant predictor of
ethical climate perceptions in Victor and Cullen’s 1987 study. Studies have investigated
this variable in terms of forms of governance, variation across departments, and variation
in the context of different sectors.
Based on their initial findings, Victor and Cullen (1988) hypothesized that
Ouchi’s categories of transactional organizational forms encourage the existence of
different climates. Ouchi (as cited by Wimbush, Shepard, & Markham, 1997a, p. 68)
identified three types of organizational forms of governance: (1) markets, where there is
little ambiguity about performance and a high degree of incongruence between
supervisors and subordinates concerning goals; (2) bureaucracies, where both ambiguity
concerning performance and incongruence concerning goals exist; and (3) clans, in which
there is a high degree o f ambiguity concerning performance and a high degree of goal
congruence between supervisors and subordinates.
While Victor and Cullen acknowledged that many climates may operate
simultaneously in organizations, they also argued that each of Ouchi’s forms of
governance might be associated with distinctly different dimensions of ethical climate
because the policies and practices initiated by an organization imposed differing degrees
of control over its members (Wimbush, Shepard, & Markham, 1997a).
Market control takes place through competition and the organizational culture
emphasizes instrumental behaviors by both employees and employers (Hatch, 1997;
Wimbush, Shepard, & Markham, 1997a). Thus, one would expect the climate to be
predominantly instrumental. In bureaucratic control systems, there is a high degree of
ambiguity concerning expectations in employees’ performance and the basic mechanisms
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of control involve close supervision and direction of subordinates by their superior; thus
bureaucratic rules and laws and codes become a dominant cultural focus (Hatch, 1997;
Wimbush, Shepard, & Markham, 1997a). Finally, in clan control systems, professionals
are highly socialized to the norms and expectations of the profession, and their
professional commitment, and concern for their reputation within the profession, helps
control their behavior (Hatch, 1997). Thus, shared norms and values become the
dominant cultural control mechanisms, replacing rules and procedures (Hatch, 1997).
Therefore, in a clan, independence and caring ethical climate were expected to be the
dominant ones (Wimbush, Shepard, & Markham, 1997a). Ouchi observed that all
organizations are a combination o f the three control strategies, but that each organization
may favor one strategy over the others (Hatch, 1997).
In their 1988 study, Victor and Cullen found support for the hypothesized ethical
climate dimensions in bureaucratic and clan-like organizations. However, they did not
study an organization with a market form of organizational governance. Wimbush,
Shepard, and Markham (1997a) found partial support for Victor and Cullen’s hypotheses.
The researchers called into question the assumption that an instrumental climate would be
more prevalent in an organization with a market form of governance. They found that the
highest mean for the retail stores (N= 440) (a market form) was with a service ethical
climate, not the expected instrumental climate, which was the fourth most prevalent
climate. Thus, they reached the conclusion that in service organizations, the concern for,
and policies that attend to, the needs of constituents might generate self-serving behavior
that was secondary to meeting customer’s needs (p. 74). The researchers also suggested
that (a) different ethical climates might exist throughout the organization, especially if the
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organization was comprised of a number of units with distinct operational functions, and
(b) that ethical subclimates would provide a more accurate way to evaluate the climate of
an organization.
Other studies that have investigated organizational form include those that
consider variation across functional departments (e.g., Weber, 1995; Weber & Seger,
2002). Weber (1995) investigated whether multiple climates would exist within a single
financial institution with several departments based upon variations of departmental tasks
and stakeholder relationships. The results supported researcher’s hypotheses that an
employee’s perception of ethical climates existed at the workgroup level.
The purpose of Weber and Seger’s (2000) research was to discover if the type of
work that the department was responsible for and the stakeholder groups they served
determine the ethical climate of a department within an organization, and whether ethical
climates were relatively stable over time. Although the researchers found partial support
for their hypotheses, an important finding was that ethical climate was not only a function
of the external environment, as argued in previous research (e.g., Bourne & Snead, 1999),
but also a function of internal forces, such as leadership style, organizational structure,
standard operating procedures and other factors that might be resistant to change and
influence from the external environment.
Finally, studies that have investigated organizational form include those that
consider variation in the context of different sectors, for example, profit versus non-forprofit firms (e.g., Brower & Shrader, 2000), profit versus government organizations (e.g.,
Wittmer & Coursey, 1996), government versus non-profit organizations (e.g.,
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Rasmussen, Malloy, & Agarwal, 2006), non-profit organizations (e.g., Agarwal &
Malloy, 1999), and government organizations (e.g., Erakovich, Bruce, & Wyman, 2002).
Agarwal and Malloy (1999) found that individuals in the non-for-profit sector
might perceive ethical climate as more supportive toward personal growth and well-being
and toward social responsibility than to the organization in which individuals worked
and/ or volunteered. Also, individuals who chose to be involved in non-for-profit
organizations might themselves be predisposed to individual or cosmopolitan values,
norms, and beliefs. In contrast, those who chose to participate in for-profit business
ventures might find local referents as more “functional and salient” (Agarwal & Malloy,
1999, p. 11). While the researchers verified some of Victor and Cullen’s (1987, 1988)
findings conducted in a for-profit sector, the study did not employ a comparative analysis
between for-profit and non-for-profit sectors. They also collected data from one
organization only.
Wittmer and Coursey (1996) investigated the ethical climate perceptions of
private and public managers from three different regions of the United States. The results
from this study show that public managers generally perceived the ethical climate less
favorably than did their private sector counterparts.
Rasmussen, Malloy and Agarwal (2003) conducted a qualitative survey of the
differences between government and non-profit health and social services organizations
in a single Canadian province. The researchers found that public servants tended to have
a more cosmopolitan orientation to sources external to themselves such as professional or
legal norms. On the other hand, non-profit managers tended to have stronger beliefs that
principles were to be self-chosen and that the climate was to be guided by personal ethics.
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Erakovich, Bruce, and Wyman (2002) conducted an online survey of public
managers in the federal government, a mid-sized city, a fire department and a Texas state
department in a non-probability convenience and opportunistic sampling plan. The
researchers found partial support for their hypothesis that in public organizations, there
were statistically significant differences among five ethical climate dimenions (i.e.,
individual interest, principled interest, organizational interest, principled organizational,
and principled cosmopolitan). The regression models showed support for the positive
relationships between cultural variables (i.e., leadership, support, cohesion, structure, and
innovation) and higher levels of ethical criteria (i.e., principled organizational/
cosmopolitan). As the climates moved toward a more principled level of ethical criteria,
the relationship from culture variables was stronger. The findings supported normative
ethical controls in collaboration with structural controls to create a more principled
ethical analysis. The researchers pointed out that the principled ethical climates in public
organizations guided and provided justification for ethical decisions and action. The
control of these climates rested in the organizational culture.
Brower and Shrader (2000) surveyed six for-profit corporations and seven nonfor-profit corporations, all with base operations in the midwestem United States. They
found that the climates were different in non-profit and for-profit organizations. For
example, the former tended towards a benevolence climate whereas the latter tended
towards operating with higher egoism. The researchers also note that the climate of an
organization did not seem to affect personal moral reasoning (p. 161). The disadvantage
of this study was that it utilized a small convenience sample, and thus, suggested
problems with self-selection bias (Browder & Shrader, 2000).
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Consequences of Ethical Climates

The attempt to achieve balance with their psychological environments provides
an explanation of why work climates affect behavioral and attitudinal outcomes (Victor
& Cullen, 1987). Martin and Cullen (2006) grouped consequences of ethical climates into
two groups: affective outcomes (e.g., organizational commitment, job satisfaction,
psychological well-being) and negative outcomes (e.g., dysfunctional behavior). Here,
the focus will be on reviewing literature that pertains to job satisfaction, organizational
commitment, and turnover intention as outcomes of ethical climates.

Job Satisfaction. Researchers have proposed that ethical climate perceptions
influence various facets of employee job satisfaction (Deshpande, 1996b; Schwepker,
2001; Joseph & Deshpande, 1997; Koh & Boo, 2001). In these studies, not only did
perceived caring climates promote job satisfaction, but also the perceptions of principled
climates were found to positively influence job satisfaction.
Using a national sample of 206 middle level managers of large non-profit
charitable organizations, Deshpande (1996b) examined the influence of six ethical
climate dimensions (professionalism, caring, rules, instrumental, efficiency, and
independence) on satisfaction with coworkers, satisfaction with supervisors, satisfaction
with promotions, and satisfaction with pay. The researcher found that a professional
ethical climate significantly influenced overall job satisfaction and satisfaction with
promotion, supervisors, and work. In contrast, the instrumental climate had a negative
influence on satisfaction with promotions, co-workers, supervisors, and overall job
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satisfaction. The other ethical climate dimensions did not have significant impact on any
facets of job satisfaction.
In a different study with nurses who worked for a large 169-bed private hospital
in the northwestern United States, Joseph and Desphande (1997) investigated the
influence of the six ethical climates on facets of job satisfaction. The researchers found
that professionalism ethical climate was the most reported climate by nurses, but it did
not impact any facet of job satisfaction. However, caring ethical climate was found to
influence satisfaction with pay and supervisors, whereas rules climate was positively
associated with pay, promotion, supervisor, and overall job satisfaction. The instrumental
and independence ethical climates had no significant effect on any facet of job
satisfaction of nurses. These findings support the notion that managers may be able to
influence job satisfaction by influencing the ethical climate in their organizations.
Koh and Boo (2001) confirmed Joseph and Deshpande’s findings based on a
survey of 237 managers in Singapore. The researchers found only the principled ethical
climate to have a significant effect on facets of job satisfaction. Their results suggest that
ethics in organization should enhance satisfaction with all facets of the job, and especially
job satisfaction with supervisors.
Schwepker (2001) examined the relationship the between the rules-based
dimension of ethical climate and job satisfaction, organizational commitment, and
turnover intention in a cross-sectional sample of 26 firms in a southern region of the
United States. Like Koh and Boo (2001), Schwepker found that principled ethical climate
was positively related to job satisfaction. These findings differed from Deshpande’s
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(1996) study where no relationship was found between facets of job satisfaction and
climates in which everyone was expected to stick by organizational rules and procedures.

Organizational Commitment. Several studies (Kelly & Dorsch, 1991; Sims &
Keon, 1997; Schwepker, 2001; Cullen, Parboteeah, & Victor, 2003) have investigated the
influence o f ethical climate on employees’ organizational commitment. Researchers
hypothesized higher levels of commitment when actors perceived stronger caring and
principled climates (Martin & Cullen, 2006).
Kelly and Dorsch (1991) investigated the organizational commitment of
purchasing executives (N = 159). The researchers found purchasing executives’
perceptions of the caring, rules, and instrumental dimensions of ethical climate to be
strongly related to their organizational commitment. The law and code and independence
dimensions of ethical climate were not significantly related to organizational
commitment.
In a study of mostly female hospital employees, Sims and Kroeck (1994) found
that when their preferred ethical work climate and their actual work climate matched,
they were likely to be more committed to the organization. On the other hand, if people
felt that their organizations’ values were in conflict with their own ethical values, they
were less committed to the organization.
While previous research examined ethical climate-organizational commitment
relationship of managers, purchasing executives, and hospital nurses (Kelly & Dorsh,
1991; Sims & Kroeck, 1994; Joseph & Deshpande, 1997), all who primarily work within
the confines of the organization, Schwepker (2001) extended previous research by
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suggesting that boundary spanning salespeople’s commitment to the organization is
likewise influenced by the organization’s perceived ethical climate. The research found
that stronger enforcements of ethical rules were positively related to organizational
commitment of salespeople.
Cullen, Parboteeah, and Victor (2003) hypothesized that an ethical climate of
benevolence had a positive relationship with organizational commitment while egoistic
climate was negatively related to commitment. In addition, they hypothesized that
principled climate was positively related to organizational commitment for professional
workers but had no relationships for nonprofessional workers. They examined the
hypotheses in two studies. One study included respondents from seven departments
within a telephone company; the other included respondents from four accounting
organizations. MANOVA results showed overall significant differences among
departments by climates. All hypotheses were supported in both studies. The findings
suggest that perceived ethical climates had a significant impact on organizational
commitment, demonstrating the robustness of the ethical climate concept as a link
between ethics research and organizational outcomes.

Turnover Intention. Turnover intention is an important predictor o f actual
employee turnover (Parasuraman, 1989) However, only one study (Schwepker, 2001)
was found that tested Victor and Cullen’s EC typology, and specifically the rules-based
climate dimension. Accordingly, research that explores the effects of the five ethical
climates on turnover intentions could prove a worthwhile contribution to both ethics and
turnover literature.
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Schwepker’s (2001) results show that the rules-based ethical climate was not
directly related to turnover intention, however, he supported the hypothesis that the more
committed salespeople were to the organization the less they intended to leave an
organization. This finding suggested that by creating an ethical climate, organizations
might be able to reduce undesirable turnover via greater organizational commitment.

Ethical Climate and Nursing

In a review of ethical climate research in nursing, Olson (1995) found few studies
that specifically addressed the ethical work environment in healthcare settings. For
example, until 1995, there was only one study in business ethics (i.e., Randall & Gibson,
1990) dealing among other issues with the influence of organizational climate or culture
on nurses’ behavior (Olson, 1995). Furthermore, in nursing administration research, there
was also only one study (i.e., Christensen, 1988) that explored the effects of the
organization (primarily hospital) on behavior and used the term “ethical organizational
climate” (Olson, 1995). In addition, Olson (1995) found that most ethics research was
empirically driven rather than theory driven.
To fill a gap in the literature, Olson (1998) developed the Hospital Ethical
Climate Survey (HECS), which consisted of 26 items and measured nurses’ perceptions
of their relationships with peers, patients, managers, hospital, and physicians. The
instrument was originally tested using a convenience sample of 360 RNs in two acutecare hospitals in Chicago. The researcher found that the ethical work environment
influenced the behavior and beliefs of employees when difficult patient-care problems
were discussed and decided in their work settings. However, only 48% of the respondents
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had attended an ethics course or seminar, which suggested the need for an awareness and
understanding of the concepts of ethical climate. Olson’s findings suggest that ethical
climate in an organization can be managed and changed.
Ells, Downie, and Kenny (2002) conducted an assessment of ethical climate in
three healthcare organizations. These researchers also developed their own instruments to
measure the ethical work climate. The results showed that respondents assigned a higher
priority to functions that addressed the ethical climate of the entire health care
organization than to functions that addressed support for ethics committees. In addition,
ethics, law, and policy issues were integral to the ethical life of the health care
organization. The results suggest a need for greater attention to ethical issues at the
organizational level.
Hart (2005) studied the influence o f hospital ethical climates on registered nurses’
turnover intention. She used Olson’s (1998) HECS to survey randomly nurses in
Missouri state. The research design was cross-sectional and the sample consisted of 463
RNs. The results o f this study provide strong evidence that ethical climate was a
significant factor in RNs’ decisions to leave their positions or to leave the nursing
profession. In addition, Hart (2005) found that while the use of retention bonuses had no
effect on nurses’ intent to stay, educational reimbursement, flexible scheduling, and
higher wages were all significant factors in nurses’ turnover intention.
A review o f long-term care literature reveals no study that examines Victor and
Cullen (1987, 1988) EC typology. Studies that focused on identifying ethical issues that
nurses encountered in their practice were mostly bioethics studies (Kyba, 1990;
Camunas, 1991; Szwabo, 1993). Also, few studies have investigated the effect of
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organizational climate on nurses’ work-related outcomes (Chambers, 1990; Schaefer &
Moos, 1996).
Schaefer and Moos (1996) conducted a study in 13 SNFs and 1 intermediate and
residential care facility. Four of the facilities were Department of Veterans Affairs
nursing home units. Among the 405 staff, there were 97 RNs, 74 LVNs, 179 nursing
assistants (NAs) and 55 non-nursing staff such as physician, social workers, and physical
and occupational therapists. The researchers found that the overall work climate had a
significant impact on staff s job morale and functioning of licensed nurses in a skilled
nursing facility. Specifically, staff members who experienced more coworker cohesion
were more satisfied with their jobs and more intent on staying in them. More job clarity
was linked to greater job satisfaction. Staff with more autonomy reported more intent to
stay in their job and less job-related distress. When taken together, these results
highlighted the importance of interpersonal relationships and suggested that coworker
cohesion may be a key influence in staff retention (Schaefer & Moos, 1996).
Chambers (1990) conducted a predictive study of turnover of 638 licensed nurses
(40 Directors of Nursing; 94 RNs; 422 licensed vocational nurses [LVNs]) in 84 SNFs in
one southwestern state. The facilities were predominantly for-profit. Chambers found that
SNFs with a “closed climate” had higher turnover rates among licensed nurses. Sixty
percent of directors of nursing perceived their climate to be “open”, whereas 40% of
LVNs perceived climate to be “closed”. The researcher’s findings suggested that an
organizational climate did have a significant role in influencing licensed nurses’ turnover.
Anderson, Corazzini, and McDaniel (2004) found that in nursing homes with
reward-based administrative climates, higher levels of communication, openness and
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accuracy explained lower turnover of LVN and CNA, relative to nursing homes with an
ambiguous climate.

Summary

Based on results of empirical ethical climate research several conclusions can be
reached. First, five of the ethical climate types were verified in all studies done to date
and the ECQ was validated in many studies. Second, there was lack of support for Victor
and Cullen’s EC typology on the organizational level due to the limited number of
organizations included in various samples. Third, to my knowledge no study that employs
the Victor and Cullen’s EC typology has included representative organizations from three
different sectors. Fourth, to my knowledge only one study (Joseph & Deshpande, 1997)
in the nursing literature has used Victor and Cullen’s (1987) six ethical climate constructs
and examined their impact on facets of job satisfaction of nurses. Fifth, relatively few
studies have examined the effects of the Victor and Cullen’s EC typology on work
outcomes such as organizational commitment and turnover intentions, and no study has
investigated these relationships in long-term care facilities. Sixth, most studies were
conducted in for-profit or not-for-profit organizations and not in the public sector.
However, the conduct of public organizations and the development of the public
organizational ethical work climate are based on the importance of democratic values and
public interest, not issues of profit and shareholder interest found in the private sector
(Erakovich, Bruce, & Wyman, 2002). Furthermore, Erakovich, Bruce and Wyman’s
study in public organizations was based on limited data and did not evualuate the
benevolent ethical criteria. The final conclusion to be drawn from these studies is that
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since the basic ethical climate constructs and measures are valid, further research in this
area may be conducted, answering specific questions not addressed by the earlier studies.

Perceived Organizational Support

Importance of Perceived Organizational Support

Built on the norm o f reciprocity and social exchange theory, the concept of
perceived organizational support (POS) helps explain why employees feel loyal and
dedicated towards their organization (Rhoades & Eisenberger, 2002). Social exchange
theories argue that both employers and employees can be emotionally connected to each
other. Employees are generally concerned with the organization’s commitment to them.
Perceived organizational support is valued as assurance that help will be available from
the organization when employees do their job and deal with difficult situations (Rhoades
& Eisenberger, 2002). Employers commonly value employee dedication and loyalty,
because employees who are committed to the organization show heightened performance,
reduced absenteeism, and a lessened likelihood for quitting their job (Rhoades &
Eisenberger, 2002; Mowday, Porter, & Steers, 1982). Thus, a favorable treatment by
either party is reciprocated leading to favorable outcomes for both (Settoon, Bennett &
Liden, 1996; Eisenberger et al., 1986).

Defining Perceived Organizational Support

Eisenberger et al. (1986, p. 51) defines POS as a “general perception concerning
the extent to which the organization values employees’ general contributions and cares
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about their well-being”. Using a social exchange framework, the researchers proposed
that, members’ beliefs concerning perceived organizational support were the foundation
for perceptions of employer commitment. Strong perceptions of employer commitment
generated feelings of reciprocity in organizational members (Eisenberger et al., 1986).

Perceived Organizational Support Conceptual Development

Social Exchange Theories. Social exchange theories maintain that individuals
enter into relationships with others to maximize their benefits (Aselage & Eisenberger,
2003). Resources exchanged between partners may be impersonal (e.g., the provision of
information or money) or socio-emotional (e.g., communication of caring or respect)
(Aselage & Eisenberger, 2003). To the extent that both partners possess and are willing to
supply resources strongly desired by the other, reciprocation of increasingly valued
resources strengthens the exchange relationship over time (Aselage & Eisenberger, 2003;
Eisenberger et al., 1986).
Social exchange theory highlights the importance of understanding employees’
motivation and its relation to the achievement of organizational goals (Aselage &
Eisenberger, 2003). Two major contemporary social exchange theories are:
organizational support theory and psychological contract theory. Aselage and
Eisenberger (2003, p. 492) argue that both theories together provide a more extensive
account of the employee-organization relationship than when viewed in isolation.

Organizational Support Theory (OST). Organizational support theory holds that
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the formation of POS is encouraged by employees’ tendency to assign the organization
humanlike characteristics (Eisenberger et al., 1986; Rhoades & Eisenberger, 2002; Shore
& Shore, 1995). Based on their personification of the organization, employees would
view favorable or unfavorable treatment received from the organization as an indication
of the extent to which the organization values their contributions and cares about their
well being (Rhoades & Eisenberger, 2002).
Organizational support theory assumes that employees who receive highly valued
resources (e.g., pay raises, training opportunities) would feel obligated, based on the
reciprocity norm, to help the organization reach its objectives through such behaviors as
increased in-role and extra-role performance and lessened absenteeism (Aselage &
Eisenberger, 2003). However, organizational rewards and favorable job conditions
contribute more to POS if the employee believes that they result from the organization’s
voluntary actions, as opposed to external constraints such as union negotiations or
governmental health and safety regulations (Rhoades & Eisenberger, 2002; Eisenberger
et al., 1986; Shore & Shore, 1995).

Psychological Contract Theory (PCT). Psychological contracts describe
individuals’ beliefs about their employment relationship and guide employee beliefs
about what they think they are entitled to receive because of real or perceived promises
from their employing organization (Guzzo, Noonan & Elron, 1994; Aselage &
Eisenberger, 2003). It should be noted that psychological contracts “concern both
concrete (pay, working conditions) and abstract (security, challenge) elements of the
give-and-take between employer and employee” (Guzzo, Noonan & Elron, 1994, p. 448).
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Schein (1980) believed that psychological contracts act as powerful determinants
of organizational behavior. Indeed, PCT emphasizes the role of the perceived failure of
the organization to keep its promises as a key determinant of employees’ dissatisfaction
and poor performance (Aselage & Eisenberger, 2003, p. 492).

Measurement of Perceived Organizational Support
Eisenberger et al.’s (1986) Survey of Perceived Organizational Support (SPOS)
was developed to measure employees’ perceptions of whether the organization
appreciated their contributions and would treat them favorably or unfavorably in differing
circumstances.
Shore and Tetrick (1991) used confirmatory factor analysis (CFA) to examine the
dimensionality of the SPOS and to determine the distinctiveness of this constructs from
other similar constructs. Participants were 330 employees in a large corporation
headquartered in the southeastern United States. The results supported the SPOS as a
unidimensional scale that is distinguishable from affective and continuance commitment.
Rhoades and Eisenberger’s (2002) meta-analysis of 70 independent studies on
POS conducted in a large variety of industries (e.g., private industry, manufacturing,
education, government, healthcare) provided additional evidence for the high reliability
and unidimensionality of Eisenberger et al.’s scale, both in its original, 36-item form and
subsequent, shorter versions. The average number of SPOS items used in each sample
was 13, ranging from 3 to 17. Scale reliabilities in those studies were acceptably high (a
= 0.67-0.95) (Rhoades & Eisenberger, 2002) (see examples in Table 2.10).
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Table 2.10
Study Characteristics and Construct Validity of POS
Study

Sample

SPOS items

SPOS a

Eisenberger et al. (2001)

413 (S)*

6

0.77

Shore & Tetrick (1991)

3 3 0 (S)

17

0.95

Eisenberger, Cummings, Armeli,
& Lynch (1997)
Guzzo, Noonan, & Elron (1994)

383 (M)

8

0.90

148 (M)

21

0.95

Eisenberger, Eisenberger, Fasolo,
& Davis-LaMastro (1990)
Rhoades, Eisenberger, & Armeli
(2001)

180 (M)

17

0.87

367 (M)

8

0.90

*M = multiple organizations, S = single organization.

Perceived Organizational Support: Antecedents and Consequences

Antecedents of POS

Studies have important relationships between POS and antecedents such as
fairness, supervisor support, organizational rewards, favorable job conditions, ethical
climates (e.g., Rhoades & Eisenberger, 2002; Shore & Shore, 1995; Carlson, 2005).

Fairness. Supervisor Support, Organizational Rewards and Favorable Conditions

In a meta-analysis of 70 studies, Rhoades and Eisenberger (2002) found that
fairness had the strongest relationship with POS, followed by supervisor support and
rewards/job conditions. They attributed this to the fact that most organizations had
considerable discretion and control concerning fairness of policies that affected reward
allocations. Furthermore, because supervisors serve as agents of the organization, their
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favorable treatment of employees should contribute to POS. On the other hand, rewards
and favorable job conditions such as recognition, pay, promotion, job security, autonomy,
role stressors, and training, had the weakest effect on POS. The researchers explained
their role to matter to the extent that they were perceived by the employees to represent
the organization’s voluntary actions rather than be a result of external pressures on
organization (e.g., government health and safety regulations, contractual obligations
concerning pay and rules) (Rhoades & Eisenberger, 2002, p. 701).

Ethical Climates. Only one study was found in the literature that investigated the
influence of Victor and Cullen’s ethical climates on perceived organizational support.
Carlson (2005) used a global construct of ethical climate and hypothesized that ethical
climate will be positively associated with POS. He used a convenience sample of 270
employees representing a variety of industries and levels of organizational
responsibility. The researcher supported his hypothesis as ethical climate explained 50
percent of the variance in perceived organizational support. However, Carlson did not
examine the separate effects of ethical climates on POS.

Consequences of POS

POS was found related to outcomes favorable to employees (i.e., job satisfaction,
positive mood) and to the organization (i.e., affective commitment, job performance,
and reduced withdrawal behavior) in numerous studies (Rhoades & Eisenberger, 2002).

Job Satisfaction. Several studies have found positive relationship between overall
job satisfaction and POS (e.g., Einsenberger, Cummings, & Armeli, 1997; Rhoades &

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

61

Eisenberger, 2002). In these studies, POS was hypothesized to contribute to overall job
satisfaction by meeting socioemotional needs, increasing performance-reward
expectancies, and signaling the availability of help when needed (Rhoades &
Eisenberger, 2002). In a meta-analysis of 70 studies, Rhoades and Eisenberger (2002)
found a large and heterogeneous effect size for job satisfaction and average weighted
correlation after attenuation (r = 0.62). The relationship of all studies involving the
construct was in the moderate to large range in the predicted direction for job satisfaction.

Organizational Commitment. Shore and Wayne (1993) addressed the question of
whether POS or the more traditional commitment concepts of affective commitment
(AC) and continuance commitment (CC) were better predictors of employee behavior
(organizational citizenship and impression management). Participants were 383
employees and their managers. Although results showed that both AC and POS were
positively related to organizational citizenship and that CC was negatively related to
organizational citizenship, POS was the best predictor. These findings support the social
exchange view that POS creates feelings of obligation that contribute to citizenship
behaviors. In addition, CC was unrelated, whereas AC and POS were positively
correlated, with some impression management behaviors.
Rhoades, Eisenberger, and Armeli (2001) followed up Shore and Wayne’s work
and examined changes of POS and AC in retail employees over a 2-year span (N = 333)
and a 3-year span (N= 226). POS was positively related to temporal changes in AF,
suggesting that POS leads to AC.
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Eisenberger et al. (2001) surveyed postal employees (N= 413) to investigate
reciprocation’s role in the relationships of POS with employees’ AC and job
performance. The authors found that (a) POS was positively related to employees’ felt
obligation to care about the organization’s welfare and to help the organization reach its
objectives; (b) felt obligation mediated the associations of POS with AC, organizational
spontaneity, and in-role performance; and (c) the relationship between POS and felt
obligation increased with employees’ acceptance of the reciprocity norm as applied to
work organizations. Positive mood also mediated the relationships of POS with AC and
organizational spontaneity. The findings were consistent with OST’s assumption that
POS strengthens AC and performance by a reciprocation process.
In the meta-analysis of 70 studies, Rhoades and Eisenberger (2002) found a large
effect for AC and average weighted correlation after attenuation (r = .73), suggesting that
the two constructs, POS and AC were distinct.

Turnover Intention. Studies (e.g., Guzzo, Noonan, & Elron, 1994; Wayne, Shore,
& Liden; Rhoades & Eisenberger, 2002; Rhoades, Eisenberger, & Armeli, 2001) found
that POS was negatively associated with turnover intention.
For example, in a study o f retail employees (N = 1,124) and in poultry-, and feedprocessing workers (N= 262), Rhoades, Eisenberger, and Armeli (2001) found a negative
relationship between POS and subsequent voluntary employee turnover, mediated by AC.
Rhoades and Eisenberger’s (2002, p. 710) path analysis revealed that the
relationships were strongest between POS and intention to leave (r = -.51), followed by
associations between POS with withdrawal behaviors short of turnover (r = -.26), and
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actual turnover (r = -.11). In addition, effect sizes for turnover and other actual
withdrawal behaviors were homogenous. Heterogeneous results for turnover intention
were found, even after the removal of outliers. All turnover intention effect sizes,
however, were in the predicted direction.

Perceived Organizational Support as a Mediator

Meyer and Allen (1991) suggest that AC develops as the result of experiences that
satisfy employees’ need to feel physically and psychologically comfortable in the
organization. These experiences include those that lead to a perception of support from
the organization. From a social exchange perspective, it can be argued that employees
who perceive a high level of support from the organization are more likely to feel an
obligation to repay the organization in terms of AC (Eisenberger et al., 1986; Shore &
Wayne, 1993).
Using a diverse sample of 367 employees drawn from a variety of organizations,
Rhoades, Eisenberger, and Armeli (2001) found that POS mediated positive associations
of organizational rewards, procedural justice, and supervisor support with AC. No study
was found in the literature on the mediating effects of POS on the relationship between
ethical climates and job satisfaction, organizational commitment, and turnover intention.

Perceived Organizational Support and Nursing

There is little research on the effect of POS on work outcomes in healthcare
settings (Riggz & Rantz, 2001). Studies have found that work climates characterized by a
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lack of support, autonomy, or clarity, were associated with job dissatisfaction and more
intent on leaving (Blegen, 1993; Schaefer & Moos, 1996).
According to Burke (2003), employees viewed favorable or unfavorable treatment
by the organization as an indication of the extent to which the organization cared or did
not care about them. The researcher used a longitudinal design to examine the
relationship of POS and job satisfaction among hospital-based nursing staff (N= 393) of
significant health care restructuring. POS and job satisfaction were found to have a bi
directional relationship over time. Both restructuring processes and stressors had
significant relationships with POS, positive and negative respectively and POS helped
mediate the negative effects of restructuring initiatives on nurses’ job satisfaction by
mitigating the effects of restructuring stressors and job satisfaction. In general, the
findings of this study were consistent with POS theory in terms of its antecedents and
consequences.
Armstrong-Stassen and Cameron (2003) found that POS was strongly related to
nurses’ perceptions of support from their immediate supervisors, control over their work,
and control over organizational decisions that affected the future of their jobs.
Lee and Henderson (1996) explored levels of occupational stress (burnout) and
organizational commitment, their inter-relationships, and their relationships to personal
and organizational factors in nurse administrators in 134 hospitals in a southeastern state.
The researchers found that commitment scores were high for most nurse executives and
were correlated inversely with burnout scale scores. Intent to stay was related positively
to POS.
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Patrick and Laschinger (2006) examined the relationship between structural
empowerment and POS and the effect of these factors on the role of satisfaction of
middle level nurse managers (N= 84) working in Canadian acute care hospitals.
Structural empowerment was positively associated with POS and the combination of
empowerment and POS were significant predictors of middle level managers’ role
satisfaction. Patrick and Laschinger (2006) concluded that positive perceptions of
organizational support might play an important role in retaining current middle managers,
and possibly attracting future leaders to management positions.

Summary

A review of empirical research of the construct POS shows that the variable has
been widely studied and validated in the literature. POS was grounded in theories of
social exchange. Most studies have focused on understanding the role of various
antecedents and consequences of POS. Of the various antecedents, fair organizational
procedures and supervisor support were found to contribute most to the explanation of
POS. Only one study has investigated the role of ethical climates as a global construct on
POS and found a very strong relationship. However, the effects of distinct ethical
climates on POS are unknown.
Many studies have identified strong relationships between POS and outcomes
such as AC, job satisfaction, and reduced withdrawal behaviors, highlighting the
importance of POS as a predictor of job-related outcomes. Recent studies have also
examined the mediating role of POS in the relationship between various types of
favorable treatment and outcomes. No study, however, was found that tested the
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mediating effects o f POS on the relationship between distinct ethical climates and
attitudinal and behavioral outcomes.

Mediator Variables

Work attitudes are collections of feelings, beliefs, and thoughts about how to
behave that people hold about their job and organization (George & Jones, 1999) and
thus could have implications for organizational capabilities (Mintzberg, 1973). Because
attitudes include behavioral as well as affective and cognitive components (Fishbein &
Ajzen, 1975), they are important antecedents of employee turnover intention in work
environments. A review o f each variable, its importance, definitions, conceptual
development, and its antecedents and consequences will be reviewed next with emphasis
on their mediating effects as well.

Job Satisfaction

Importance o f Job Satisfaction

The study of job satisfaction (JS) has established its importance as one of the most
extensively researched topics in industrial and organizational psychology, anthropology
and sociology for many years. This research interest is well demonstrated by the large
number of published articles (estimated at 3,350 by Locke, 1976). It is also largely due to
its important implications for vital organizational outcomes such as performance,
organizational commitment, absenteeism, turnover intention, and turnover (Spector,
1997; Mowday, Porter, & Steers, 1982; Price & Mueller, 1986; Agho et al., 1993).
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The direct and most often attributable effect of job satisfaction lies in recruitment
and retention for an organization (Cavanagh, 1992). It is often on these grounds alone
that many researchers seek to empirically measure job satisfaction (Cavanagh, 1992).

Defining Job Satisfaction

No one definition appears able to capture the complexities involved in defining
attitude towards work (Misener et al., 1996). The two definitions most commonly
referred to among researchers, and on which the conceptualization of job satisfaction in
this study is based, are Locke’s and Vroom’s. Locke (1976, p. 1304) defined job
satisfaction as “ .. .a pleasurable or positive emotional state resulting from the appraisal of
one’s job or job experience”. In other words, JS is the way an employee feels about his or
her job. Vroom (1982, p. 99), who used the terms “job satisfaction” and “job attitudes”
interchangeably, defined job satisfaction as “.. .affective orientations on the part of
individuals toward work roles which they are presently occupying”. Research in nursing
has generally described job satisfaction as nurses’ degree of positive affective orientation
towards their job (Ma, Samuels, & Alexander, 2003). Based on these definitions, the
current research operationalizes job satisfaction as employee’s affective attachment to the
job viewed in its entirety (i.e., global satisfaction).

Conceptual Development of Job Satisfaction

A large number of studies have been conducted related to job satisfaction, and as
a result, a wide variety of conceptual and theoretical delineations are available. For
example, JS has been characterized as the sum of an individual’s work-related
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satisfaction and dissatisfaction (Herzberg’s two-factor theory), as a result of fairness in
employment processes and outcomes (equity theory and/or organizational justice), as a
direct response to the association that a person makes between actions and outcomes
(expectancy theories). Each of these theory bases provides a unique conceptual
framework for analysis of job satisfaction. However, despite much research on job
satisfaction, there seems to be also no consensus in the literature as to a single most
useful conceptual framework or theory to capture its complexity.
The current research examines the mediating role of job satisfaction as an
attitudinal variable on the relationship between organizational factors such as ethical
work climates and perceived organizational support and behavioral intentions (i.e.,
turnover intention). As such, it focuses on the social exchange perspective. Mowday
suggested that (1) equity theories can be applied to social exchange relationships in
organizations and (2) the relationships between superiors and subordinates are
characterized by reciprocal-influence processes (Denhardt, Denhardt, & Aristigueta,
2001). Specifically, two popular motivational process models were based on this
perspective: equity theory and expectancy theory.

Equity Theory. Feelings of unfairness were the most frequently reported
source of job dissatisfaction in the original Herzberg research (Miner, 2002). Although
motivation-hygiene theory gave little attention to this finding, other equity theories have
made the desire or need for fairness, or justice, or equity their focus (Miner, 2002).
Equity theories suggest that people make choices based on their assessments of particular
situations before exerting effort to achieve organizational goals (Denhardt, Denhardt &
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Aristigueta, 2002). Thus, according to those theories, people evaluate this exchange
based on what they perceive to be fair or advantageous compared to what others receive
and/or the effort required (Denhardt, Denhardt & Aristigueta, 2002).
Adam’s version of equity has been most fully articulated (Miner, 2002) and the
most widely researched and accepted (Scholl, 1981). Adam proposes that individuals
value and seek social justice in how they are rewarded for their productivity and work
quality. In this context, fairness is achieved when an individual perceives that their
outcome (e.g., pay, intrinsic rewards, satisfying supervision, seniority benefits, job status,
poor working conditions, monotony, Herzberg’s dissatisfiers, and others) reflects their
inputs (e.g., education, intelligence, experience, training, skill, seniority, job effort)
(Miner, 2002, p. 221). Both inputs and outputs must be recognized by the individual as
relevant to the exchange if they are to function effectively (Miner, 2002).
Individuals also compare their input/output ratio to that of others to determine the
presence o f inequity. Adams called this other person “referent” (Miner, 2002). Felt
negative inequity exists when an individual feels that he or she has received relatively
less than others have in proportion to work inputs (Schermerhom, Hunt, & Osborn, 2005;
Miner, 2002). On the other hand, felt positive inequity exists when an individual feels
that he or she has received relatively more than others have (Schermerhom, Hunt, &
Osbom, 2005; Miner, 2002). If the individual believes that there exists inequity (positive
or negative) they may engage in one or more of the following behaviors: change work
inputs, alter their perceptions of others’ input/outcomes, change comparison points, or in
extreme cases even leave the work situation (e.g., quit) (Schermerhom, Hunt, & Osbom,
2005; Miner, 2002).
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According to Scholl (1981), reviews of equity theory research had reported errors
in some of the specific predictions of equity theory, but there was general support for the
basic proposition that individuals attempted to maintain an equitable balance between
inputs and outcomes by perceptual change, behavioral change, or leaving.

Expectancy Theory. Expectancy theories hold that before people exert effort, they
engage in a rational calculation of expected outcomes such as performance and rewards
and evaluate how much those outcomes are important to them (Denhardt, Denhardt, &
Aristigueta, 2002, p. 162). Victor Vroom’s expectancy theory posits that that there are
three concepts that explain human motivation: valence (i.e., the strength of a person’s
desire for a particular outcome), expectancy (i.e., association between actions and
outcomes), and force (i.e., motivational force to engage in the behavior) (Schermerhom,
Hunt, & Osbom, 2005; Miner, 2002). The expectancy theory predicts that an employee
will perform at a high level of effort if he or she perceives that there is a strong
relationship between valence and expectancy (Denhardt, Denhardt, & Aristigueta, 2002;
Schermerhom, Hunt, & Osbom, 2005). Porter and Lawler refined Vroom’s model to
suggest that effort may not always lead to task accomplishment because two other factors
matter: employee ability and role clarity (Denhardt, Denhardt, & Aristigueta, 2002).
Although controversies remain regarding certain components of the expectancy theory
(Scholl, 1981), a number of researchers have found that expectancy theories do predict
employee behavior (Denhardt, Denhardt, & Aristigueta, 2002).

Combined Expectancy/Equity Model. Scholl (1981) summarizes the tenets of
expectancy and equity theories in the following way: (1) constant equity or satisfaction

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

71

with rewards, (2) maintenance of high valence of rewards (stable needs), and (3)
continually met expectations (to maintain expectancy). A combined expectancy/equity
model posits that individuals engage in certain behaviors when they perceive equitable
rewards to be the result of these behaviors (Scholl, 1981). Although, this
expectancy/equity notion can explain the choices employees make among alternative
behaviors, Scholl (1981) questions how well it does in explaining consistency or stability
of behavioral direction.
Scholl (1981, p. 593) supports his arguments by citing Kramer who studied the
dissatisfaction and alienation among nurses. Kramer investigated the discrepancy
between initial expectations created in nursing school and the realities of a hospital
working environment. This “reality shock” was seen as a major cause for nurses quitting.
However, there were many nurses who stayed in spite of “reality shock”. According to
expectancy/equity model, individuals might have found other valued rewards associated
with continued employment, re-evaluated expectations, or made perceptual changes in
either outcomes or inputs (Scholl, 1981). Scholl (1981), however, argues that if it is
assumed that the behavioral direction is established and expectations are changed to be in
line with this direction, expectancy is no longer the force maintaining direction, but rather
direction is the mechanism guiding expectancy and may cause expectancy to change. In
other words, alter affect (e.g., job satisfaction) could change cognitions (i.e., expectancy
x valence) (Scholl, 1981).
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Measurement o f Job Satisfaction

A variety of instruments have been used to measure job satisfaction in the ethics
and nursing literature. Generally, job satisfaction can be measured using single-item,
facet, or general measures (see Fields, 2002; Lauren et al., 2005). Each has its strengths
and weaknesses. Some researchers argue that when both approaches are used a more
complete understanding of the construct may be achieved (Fields, 2002).

Single-item Job Satisfaction Measure. Porter and Lawler indicated that job
satisfaction could be measured globally as a single measure of whether one was generally
satisfied (or dissatisfied) with his or her job (Lauren et al., 2005). With this global
approach, job satisfaction is measured as a general, overall emotional response to a
person’s current work situation. However, single-item measures were criticized because
they did not yield estimates of internal consistency reliability (Wanous, Reichers, &
Hudy, 1997).

Facet-Specific Job Satisfaction Measure. This multi-dimensional or facet
approach assumes that people have reactions to specific aspects of their work that a
general measure fails to recognize (Lauren et al., 2005). Some of these include, for
example, salary, promotion, recognition, and job itself within the organization.
Many standardized reliable and valid instruments were developed to measure
facets of job satisfaction (e.g., Spector’s (1997) Job Satisfaction Survey (JSS) Cellucci &
DeVries’s (1978) Managerial Job Satisfaction Questionnaire (MJSQ)). However, such
facet-specific measures were criticized on the premise that individuals might not attribute
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equal importance to each facet (Wanous, Reichers, & Hudy, 1997) and might measure a
small percentage of judgments about feelings and emotions (Fields, 2002).

General Job Satisfaction Measure. General job satisfaction measure like single
item measures, are used to determine the overall level of job satisfaction. Brayfield and
Rothe (1951) used the Index of Job Satisfaction (IJS), an 18-item questionnaire to form a
one-dimensional measure of overall job satisfaction. Studies have found that 22% of the
variance in the Brayfield-Rothe job satisfaction measure could be described as affect
(Fields, 2002). In turnover studies a global measure of job satisfaction is preferable
because intent to quit and turnover reflect a rejection of the work situation in general and
denote relatively long-term decisions (Tett & Meyer, 1993).
This study has adopted the six-item version of Brayefield-Rothe’s instrument used
in both nursing and ethics literature (Curry et al., 1986; Agho, Price & Mueller, 1992;
Price & Mueller, 1986; Brooke, Russell, & Price, 1988; Harvey, 2000).
Table 2.11 provides examples of studies that have used the 6-item version with
construct validity and reliability measures. In a sample of 577 full-time employees of a
327-bed Veterans Administration Medical Center, Brooke, Russell, and Price (1988)
examined the 6-item measure using CFA and found that the measure of job satisfaction
was distinct from measures of organizational commitment and job involvement.
Coefficient alpha values for the entire measure ranged from 0.88 to 0.91 (Shore,
Newton & Thornton, 1990; Fields, 2002). Coefficient alpha values for the six-item
version ranged from 0.83 to 0.90 (Curry et al., 1986; Price & Mueller, 1981, 1986; Agho,
Mueller, & Price, 1993; Harvey, 2000; Fields, 2002).
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Table 2.11

Study Characteristics and Construct Validity of JS
Study

Sample

Curry et al.
(1986)

508
Professional employees
primarily RNs; clerical
workers; and service workers
from five hospitals.

Agho,
Mueller, &
Price (1993)

Harvey (2000)

405
Full-time and part-time
employees of a Veterans
Administration Medical
Center (VAMC)
179
Business students from five
universities

JS
Items

6

Validity
Construct
Validity:
(both
discriminant
and
convergent
validity
Construct
Validity

6

6

JS
a

0.86

0.85

Construct
Validity

0.86

Job Satisfaction: Antecedents and Consequences

Antecedents of Job Satisfaction

Two commonly identified antecedents of job satisfaction include personal and
work-related characteristics (Spector, 1997).

Personal/Demographic Factors. Personal characteristics such as age, gender,
education level, tenure, occupational level, and pay grade were often included in job
satisfaction studies to describe the participants and to determine their relationships with
job satisfaction (Spector, 1997). These characteristics, however, did not contribute
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incrementally to explaining the variance in work satisfaction beyond that explained by
variables describing the job situation (Fields, 2002).

Work-Related Characteristics. Several aspects of the work situation were found
to influence employee job satisfaction including better working conditions, pay,
promotion prospects, supervision, autonomy, and responsibility (Locke, 1976; Spector,
1997; Glisson & Durick, 1988). For example, Glisson and Durick (1988) examined
simultaneously the ability of multiple variables from three categories (worker, job, and
organizational characteristics) to predict both job satisfaction and organizational
commitment. Their findings supported the traditional emphasis on job characteristics as
determinants of job satisfaction.

Consequences of Job Satisfaction

Turnover Intention and Turnover. Some interest in job satisfaction is focused
primarily on its impact on employee commitment, absenteeism, and intention to quit, and
actual turnover (Agho, Mueller, & Price, 1993). Mobley (1977) argues that at the
individual level, job satisfaction is the most frequently examined psychological variable
in the satisfaction and turnover relationship. The importance of job satisfaction as a key
attitudinal variable leading to intention to leave is well documented in the turnover
literature (e.g., Bluedom , 1982; M ichaels & Spector, 1982; Cotton & Tuttle, 1986). For

example, Cotton and Tuttle (1986) in a meta-analysis found that overall job satisfaction,
satisfaction with the work itself, pay satisfaction, and satisfaction with supervision were
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negatively associated with turnover. Parasuraman (1989) reported that job satisfaction
indirectly affected turnover through turnover intentions.

Job Satisfaction and Nursing

The study of nurses’ job satisfaction has a long history. Nahm conducted the first
major study in 1940 (Ma, Samuels, & Alexander, 2003). Nahm found that factors
affecting a nurse’s job satisfaction included income, hours of work, relationships with
supervisors, interest in work, family and social relationships, and opportunities for
advancement (Ma, Samuels, & Alexander, 2003).
Kangas, Kee, and McKee-Waddle (1999) explored differences in the relationships
among the job satisfaction of RNs, nursing care delivery models, and organizational
structures. Elements such as whether nurses perceived the environment as supportive and
if they worked in a critical care unit were significant predictors of job satisfaction.
Blegen’s (1993) meta-analysis of 48 studies of nurses found job satisfaction
positively correlated with commitment, communication with supervisor, autonomy,
recognition, communication with peers, fairness, age, years of experience, and
professionalism. The researcher also found negative correlations between job satisfaction
and stress, routinization, personal locus of control, and education. A meta-analysis by
Irvine and Evans (1995) reported similar results.
Anderson, Aird, and Haslam (1991) studied nursing home staffs satisfaction level
in rural and urban Utah. The researchers found that none of the three groups (i.e., LPN,
RN, and NA) was overwhelmingly satisfied yet people in each group were at least
moderately satisfied with their job. The LPN group scored their job satisfaction the
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highest. The results also suggested that nursing staff in long-term care took pride in their
work, enjoyed caring for the elderly, and liked their jobs. They were neutral about their
salaries and positive about their fellow employees and supervisors.
Cotier and Kane (1988) found that nurses perceived SNF nursing job as less
desirable compared to hospitals because of the lack of good working conditions and
adequate time for patient care, pay, and benefits. Nevertheless, SNF nurses were not
more likely to quit their job and reported overall high job satisfaction. Possible
explanations included that SNF nurses in the study were older, were often the sole
income provider, and might not have had other job options.
Schaefer and Moos (1996) reported that LNs in SNFs who experienced more
problems in their relationships with supervisors and physicians reported less job
satisfaction, less intent to stay in their job, and more job-related stress. Also staff with
more patient care task stressors reported greater job satisfaction while staff with more
general job task stressors reported more job-related distress, depressed mood, and
physical symptoms.
Mesirow, Klopp, and Olson (1998) found that increasing involvement in patient
care and in work life decisions positively affected CNA’s satisfaction and reduced
turnover in SNFs.
Robertson, Herth, and Cummings (1994) examined nurses’ satisfaction in SNFs.
Five issues emerged as pertinent to work satisfaction in SNFs: relationships (with patients
and families), patient care factors, money and benefits, adequacy of staffing and supplies,
and the amount of paperwork.
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Carr and Kazanowski (1994), who compared gerontological nurses with nurses
employed elsewhere, concluded that nurses in SNFs were more dissatisfied than nurses
elsewhere. Reasons cited for dissatisfaction were poor staff cohesion in SNFs, poor
staffing, tremendous workload, and poor working relationships with administrators.

Summary

Although the construct of job satisfaction has been used in many studies, its
popularity has not diminished the controversy that surrounds it in relation to its
definitions, theoretical frameworks, measurements, and the interpretations of the results
in a variety of disciplines including nursing. This is no doubt due to the complex nature
of job satisfaction. For example, the majority of the research studies using the
Expectancy/Equity theory as the conceptual framework were limited because of their
inability to explain consistency or stability of behavioral direction. The situational and
the personality approaches have dominated the study of job satisfaction. However, in
recent years researchers have argued that using only one of these approaches presents an
incomplete understanding (Schermerhom, Hunt, & Osbom, 2005; Miner, 2002).
Important relationships were found between job satisfaction and turnover intention/
turnover in many nursing studies. Two distinct approaches to measure job satisfaction,
namely, the facet and global approach, have been highlighted in research. However, there
is considerable evidence in the literature, which suggests that the global approach is more
inclusive than the facet approach. In light of the discussion, there appears to still be a
need for a framework to expand an understanding of some of the determinants and
outcomes of job satisfaction.
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Organizational Commitment

Importance of Organizational Commitment

The concept of organizational commitment (OC) continues to receive attention
from both academics and practitioners in many disciplines (Cohen & Hudecek, 1993).
The interest is made apparent by the numerous studies that have demonstrated the
importance of OC to different foci in the workplace for a better understanding of
employees’ attitudes and performance (Steers, 1977; Cohen, 2007). Organizational
commitment in the workplace has the potential to influence organizational effectiveness
and employee health and well-being (Meyer et al., 2002). Most attention given to the
concept of OC results from its presumed relationship with turnover (Cohen & Hudecek,
1993). Research shows that organizational commitment had the strongest relationship
with turnover and intention to stay in the organization (Wiener & Vardi, 1980; Steers,
1977). Scholars contend that commitment to organizational values and goals can reduce
thoughts of withdrawal (Mowday, Porter, & Steers, 1982) and it can predict turnover
more accurately than job satisfaction (Tett & Meyer, 1993).
However, as other research (e.g., Mathieu & Zajac, 1990) found that the overall
magnitude of the relationship between OC and turnover was rather weak, researchers
began to question the importance of OC as a research topic and as organizationally
desirable attitude (Cohen & Hudecek, 1993). In addition, Baruch (1998) points out that
the value o f OC as a theoretical construct might be questioned due to corporate use of
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outsourcing, downsizing, and rightsizing strategies to adapt to more competitive
environments.
Whatever the interpretation, OC continues to enjoy “widespread popularity” and
scholarly attention (Cohen, 1997) because of its importance in understanding the intensity
and stability of employee dedication to work organizations (Eisenberger, Fasolo, &
Davis-LaMastro, 1990).

Defining Organizational Commitment

Mowday, Steers and Porter (1979, p. 225) discuss two general approaches to the
definition of OC: behavioral and attitudinal. The behaviorist definitions (e.g., Becker,
1960; Buchanan, 1974) focus on commitment-related behaviors. Becker (1960) argues
that as people stay employed in an organization for a long period of time their
“investments” in the organization increase. The threat of losing these investments, along
with a perceived lack o f alternatives to replace, committed the person to the organization.
Another approach to defining OC is in terms of an attitude. For example,
Buchanan (1974, p. 533) defines OC as “ a partisan, affective attachment to the goals and
values of an organization, and to the organization for its own sake, apart from its purely
instrumental worth”. Mowday, Steers and Porter (1979, p. 226) define affective
commitment as “.. .the relative strength of an individual’s identification with and
involvement in particular organization.” And Mathieu and Zajac (1990, p. 171) define
commitment as “.. .bond or linking of the individual to the organization.” The central
element in these definitions of commitment is the psychological attachment to and
identification with the organization.
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Consistent with the identification approach, Wiener (1982, p. 421) provides a
broader normative view of OC as

. .the totality of normative pressures to act in a way,

which meets organizational goals and interests.” Thus, committed individuals may
exhibit certain behaviors because they believe that it is the “right” and moral thing to do
(Wiener, 1982).
Scholars that have studied the multidimensionality of the concept of OC have
provided additional definitions. For example, Meyer and Allen (1984, p. 375) defined OC
as affective (i.e., “positive feelings of identification with, attachment to, and involvement
in the work organization”), continuance (i.e., “the extent to which employees feel
committed to their organization by virtue of the costs that they feel are associated with
leaving (e.g., “investments or lack of attractive alternatives”), and normative (i.e.,
“employees’ feelings of obligation to remain with the organization”).
In the present study, the conceptualization of commitment is consistent with that
of Mowday, Steers and Porter’s (1979, p. 225), i.e., attitudinal commitment represents a
state in which an individual identifies with a particular organization and its goals and
wishes to maintain membership in order to facilitate these goals.

Conceptual Development of Organizational Commitment

Generally, literature on commitment has identified several approaches to
conceptualizing and exploring OC: the behavioral approach (e.g., Becker, 1960;
Buchanan, 1974), the attitudinal approach (e.g., Mowday, Steers, & Porter, 1979), the
normative approach (Wiener, 1982), and the multidimensional approach (e.g., Meyer &
Allen, 1991; O’Reilly & Chatman, 1986).
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The Behavioral Approach. Howard Becker (1960) defined commitment by
using what is known as “side-bets” theory. According to this theory, committed
employees are committed because they have hidden or less hidden investments (termed
“side bets”). The theory posits that “side bets” decrease an individual’s propensity to
leave the organization and increase employees’ levels of OC (Cohen & Hudecek, 1993).
For example, investment variables such as age, tenure, gender, marital status, length of
service, acquisition of non-portable skills, training, and retirement programs are forms of
investment that create greater responsibilities, and are therefore, considered constraining
influences on alternative employment (Cohen & Hudecek, 1993). Cohen and Hudecek
(1993, p. 193) found that professional employees were less affected by investment
variables, because o f the greater number o f employment opportunities, their lower
dependence upon the organization, and their greater dependence upon the occupation.
According to Cohen (2007, p. 5), studies that have attempted to assess the validity
of this theory for both organizational and occupation commitment, were disappointing in
terms of the relationship between commitment and behavioral outcomes in the workplace
and in terms of their relationship to determinants.

The Attitudinal Approach. The attitudinal approach is the most common
theoretical approach to OC. Rather than focusing on measuring the perceived costs of
leaving an organization/occupation from the individual’s point of view, this approach
views commitment largely as an employee attitude or, more specifically, a set of
behavioral intentions, such as a desire to remain with the organization, an intention to
exert high levels of effort on behalf of the organization, and an identification with the
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organization’s goals (Scholl, 1981, p. 591). Thus, this approach focuses on the
psychological attachment (Cohen, 2007) and takes the general form of expectancy theory,
according to which employee behaviors are the result of valued rewards (Scholl, 1981).
Wiener and Vardi first developed the exchange process to explain how
organizational commitment-tumover relationship might differ across occupational
groups and work situations (Cohen & Hudecek, 1993). Their model suggests that work
behavior is a function of motivation, a calculative concept, and commitment, a normative,
value-based concept (Scholl, 1981). Wiener and Vardi argued that organizations differ in
the primary mechanism by which the work behavior of their members is controlled
(Cohen & Hudecek, 1993). For example, in business organizations, the primary control
mechanism was probably based on calculative-instrumental processes and member’s
involvement and “contract” with the organization was economic and incentive oriented.
On the other hand, in professional settings, the normative considerations assumed more
importance in controlling work behavior (Cohen & Hudecek, 1993).
This argument was also supported by Sheldon, who found that social involvement
was important in producing OC among scientists with high levels of professional
commitment, and therefore, was important for ensuring that the organization retained
personnel with professional competence (Cohen & Hudecek, 1993).
The attitudinal approach began with a scale, the Organizational Commitment
Questionnaire (OCQ), advanced by Porter and his colleagues (1974) and Mowday et al.
(1982) and dominated research on commitment for about 10 years (Cohen, 2007).
However, criticism of this approach resulted from the use of the OCQ to measure OC.
Critics argued that there was an overlap between some of the items of the OCQ scale and
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constructs that are considered outcomes of commitment, such as turnover behavior and
performance (O’Reiley & Chapman, 1986). This conceptual and methodological overlap
caused researchers to rely either on the revised 9 or 12-item version of the OCQ (Cohen,
2007).
Scholl (1981) argues that if the concept of OC, as a force directing behavior, is to
have any analytical utility, it must be conceptually differentiated from current motivation
models-specifically expectancy and equity. He suggested that at least four mechanisms
increase an individual’s commitment to a given behavioral direction: investments,
reciprocity, lack of alternatives, and identification.
Scholl (1981, p. 591) proposed the expectancy/commitment model, which based
on two propositions: the expectancy and the commitment. Figure 2.1 presents Scholl’s
(1981, p. 592) model as a 2 x 2 matrix, consisting of two behavioral forces that
employees are subjected to. Scholl defined high expectancy as a positive exchange
between the employee and the organization, indicating a perceived match between the
individual’s needs and the requirements of the job in addition to the expectation of future
equitable extrinsic rewards. High commitment was characterized by high investments,
reciprocity, lack of alternatives, or identification.
Scholl (1981) expected high turnover to result only among those employees who
had both low expectancy and low commitment (cell I of the matrix). He expected the rate
o f turnover for employees in cells 2 and 3 to be the same, and less than for cell 1.
Furthermore, employees in cell 2 would be motivated to stay for reasons of commitment,
and those in cell 3 would stay for expected rewards. As for employees in cell 4, Scholl
argued attachment would be no greater than that of employees in cells 2 and 3.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

85

COMMITMENT
Low

High

E
p

Low

M O B

E
C
T
A
N
C
Y

■ B M

j t t

i|8§|

High

Figure 2.1 Expectancy, Commitment, and Employee Membership Decisions
(Scholl, 1981, p. 597).

The rationale behind that proposition was that while individuals held high
expectations they would be unlikely to consider the effects of commitment processes. For
example, those expecting a long-term career with regular advancement would be unlikely
to consider the fact that they had made investments into their company, unless something
happened to change their expectations, in which case the commitment consideration
would become salient (Scholl, 1981).
Scholl (1981) notes that although the model treats expectancy and commitment as
independent behavior-stabilizing forces, it is likely that som e expectancy must exist

before individuals will engage in behaviors that will commit them to an organization. He
cited Kramer in that individuals with a short time perspective in a new culture would be
unwilling to make investments that would commit them to that organization.
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Scholl (1981) expected high turnover to result only among those employees who
had both low expectancy and low commitment. He built his argument on a study in which
employees with no previous organizational experience (low commitment) and no
expectation (shorter-term intent to remain) had a higher turnover rate than did employees
with longer experience with the organization or high expectations of advancement.

The Normative Approach. The normative approach was popularized by
Wiener (1982). He argued that “identification” represents a form of normative control
over a person’s actions (p. 419). Wiener (1982, p. 420) used as a basis for his arguments
Fishbein’s behavioral intentions model, which consists of two major components“attitude” and “subjective norm”-both of which affect “the behavioral intention”.
The attitudinal component was referred to as instrumental motivation and
reflected the processes similar to those involved in work motivation as represented by
Vroom’s (1964) the expectancy/valence models. It emphasized the utilitarian, calculative,
and self-oriented character of the attitudinal process (Wiener, 1982, p. 420). The second
component in Fishbein’s model, the subjective norm, was determined not only by social
normative beliefs (i.e., a person’s beliefs of how others expect him or her to act) but also
by personal normative beliefs, that is, personal moral standards with respect to a given
behavior (Wiener, 1982).
Wiener (1982, p. 420) presented the attitudinal-motivation system within which
commitment was defined as adapted from Fishbein’s model: the internalized normative
beliefs (a) and instrumental beliefs (b) concerning organization-related behaviors lead to
organizational commitment and instrumental motivation respectively. Instrumental
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motivation and commitment, in turn, simultaneously determine organization-related
intentions and behaviors. The analysis of behavioral outcomes was conducted in terms of
both their specific type (e.g., attendance, attachment, grievances, and efforts) and their
underlying attributes (e.g., extent of personal sacrifice involved in the behavior,
preoccupation, persistence). Based on the subjective norm in Fishbein’s model, Wiener
(1982, p. 420) put great emphasis on the “internalized normative pressures” in his
definition of OC. His model was clearly distinct from instrumental-utilitarian processes.
The ultimate question requiring more study is whether the normative values are a
force acting to maintain long-term membership or are a result of long-term membership
(Scholl, 1981).

The Multidimensional Approach. Meyer and Allen (Allen & Meyer, 1990;
Meyer & Allen, 1984, 1991) proposed a three-component model based on the observation
that there were both similarities and differences in existing unidimensional
conceptualizations of OC. Meyer and Allen (1984) argued that OC might be
accompanied by one or more mindsets, which reflected three distinguishable themes:
affective attachment to the organization, perceived cost of leaving, and obligation to
remain.
Some research found support for the dimensionality of the construct while other
scholars question whether affective and normative commitments were truly
distinguishable forms of commitment, and whether continuance commitment was a
unidimensional construct (Meyer et al., 2002; Ko, Price, & Mueller, 1997). In a meta
analysis, Meyer et al. (2002) found that research findings were inconsistent with regard to
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different antecedents and outcomes for affective, normative, and continuance
commitment. Much of this research has relied on samples of nurses.

Measurement of Organizational Commitment

Mowday, Steers and Porter (1979) note that measures of commitment are as
diverse as the definitions. For example, some popular instruments include that Allen and
Meyer’s (1996) that measure affective, behavioral, and normative commitment, and
Mowday, Steers and Porter’s (1979) that measure attitudinal commitment. Although the
affective and normative commitment scales have been proven to be distinguishable
instruments, they have also been reported to be moderately correlated, suggesting to
researchers that the concepts may have inherent psychological overlap (Allen & Meyer,
1996).
In this study, the Organizational Commitment Questionnaire (OCQ) as used by
Mowday, Steers, and Porter (1979) was adopted. Methodologically, OC includes three
basic components: (1) a strong belief in and acceptance of the organization’s goals and
values (i.e., identification), (2) a willingness to exert a considerable effort on behalf of the
organization (i.e., involvement), and (3) a strong intent or desire to remain with the
organization (i.e., loyalty) (Mowday, Steers, & Porter (1979, p. 226). All three
dimensions of this commitment reflect affective responses.
The OCQ itself consists of 15 items, six of which were negatively phrased and
reverse scored. The OCQ was developed over a 9-year period on research from diverse
samples (N= 2563) including hospital employees and psychiatric technicians (Mowday,
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Steers, & Porter, 1979). According to Lauren et al. (2005), it is the most thoroughly
studied instrument in the literature that measures affective attachment to the organization.
The 15-item index has high internal reliability and has demonstrated predictive,
convergent and discriminant validity (Mowday, Steers, & Porter, 1979). The shortened 9item version of the OCQ, which this study uses, has exhibited a high correlation with the
original 15-item scale (Mowday, Steers, & Porter, 1979) and has been widely used in the
literature (Meyer et al., 1981). Mowday, Steers, and Porter (1979, p. 244) suggest that the
short form of the OCQ, which uses only the nine positively worded items, may be an
acceptable substitute for the longer scale in situation where questionnaire length is a
consideration (p. 244).
Tett and Meyer’s (1993, p. 286) meta-analytic results showed that the original
(15-item) OCQ correlated more strongly with turnover but not with intention/cognition
than did the 9-item version. Based on the 15-item OCQ, commitment contributed
significant unique variance to turnover independently of satisfaction and
intention/cognitions. However, the practical contribution (1.4% additional explained
variance) was limited.
The coefficient alpha was consistently high in studies from various fields
including healthcare and business ethics, ranging from 0.82 to 0.93 with a median of 0.90
(e.g., Mowday, Steers, & Porter, 1979; Price & Mueller, 1986; Schwepker, 2001).
Chronbach alpha of the nine-item scale ranged from 0.84 to 0.90 (Mowday, Steers, &
Porter, 1979) (see Table 2.12).
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Table 2.12

Study Characteristics and Construct Validity of OC
Study

Sample

Items

Mowday,
Steers, &
Porter
(1979)

N = 2563
9 different
public &
private
organizations

15 items
&
9 items

Schwepker
(2001)

N = 152
26 companies

Validity
Construct Validity (both
convergent and discriminant
validity): (1) Factor analysis
supports a single scale. (2)
Correlated with intent to leave,
turnover, job satisfaction, and
supervisors’ ratings of employee
commitment; may not be clearly
distinct from job satisfaction. (3)
Predictive validity
Construct Validity

OCQ a

0.82-0.93

9 items

0.91

Organizational Commitment: Antecedents and Consequences.

Many studies have focused on examining the relationship between OC and its
antecedents, correlates, and outcomes (e.g., Mowday, Porter, & Steers, 1982; Mathieu &
Zajac, 1990; Meyer et al., 2002).

Antecedents of Organizational Commitment

Researchers (e.g., Wiener, 1982; Meijer et al., 2002; Mathieu & Zajac, 1990)
have identified three groups of antecedents of affective commitment: personaldemographic variables, job characteristics and work experiences, and personality-need
and value orientations.
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Personal-Demographic Variables. Among the most common antecedents included
in this category are the variables age and tenure, locus of control, and self-efficacy.
Studies show that age and tenure correlated positively with affective commitment
(Buchanan, 1974; Meyer et al., 2002). Wiener (1982) notes that positive relationships
among these variables reflect processes of growth and personal change involved in the
development of identification. In a meta-analysis of 155 studies, Meyer et al. (2002)
found that external locus of control correlated negatively with affective commitment,
whereas task self-efficacy had weak positive correlation.

Job Characteristics and Work Experiences. The second category of antecedents
most studied in the literature include perceived organizational support, job challenge, role
ambiguity, feedback, opportunity for social interaction, role conflict, task identity, group
attitudes, and organizational dependability, the availability of alternatives, transferability
of skills and education (Wiener, 1982; Meyer et al., 2002; Meyer & Allen, 1997; Mathieu
and Zajac, 1990).
Buchanan (1974) found that years of organizational experience, social interaction
with organizational peers and superiors, job achievement, and hierarchical advancement
were important determinants of various aspects of commitment.
Meyer et al.’s (2002) meta-analytic results found that correlations involving the
work experience variables were generally much stronger that those involving personal
characteristics. These variables correlated most strongly with affective commitment. For
example, role ambiguity and role conflict correlated more strongly with affective
commitment in studies conducted within compared to outside North America.
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Mowday, Porter and Steers (1982) proposed role states as one of antecedents of
organizational commitment, and Mathieu and Zajac (1990) empirically supported the
proposed relationship.
Many studies have found a positive relationship between POS and affective
commitment (Eisenberger et al., 1986; 2001; Meyer & Allen, 1997) as well as with
normative commitment (Meyer et al., 2002).
Meyer et al. (2002) found that the availability of alternative employment
opportunities and investment variables were strongly correlated with continuance
commitment rather than affective or normative commitment.
Wiener (1982) points out that a common theme that links these variables is their
traditional role as antecedents and correlates of other affective-motivational responses,
such as job satisfaction. Thus, it may be possible that job satisfaction may act as an
intervening variable in the job characteristics-commitment relationships. Support for this
possibility was mixed (Tett & Meyer, 1993).

Personalitv-need and Value Orientations. The third category of antecedents
involves personality-need variables and value orientations. Schneider proposed that
employees selected themselves as in and out of organizations, depending upon individual
and organizational characteristics (Sims & Keon, 1997). Some ‘right type of person’
would be most likely to identify strongly with a particular organization and this would
also depend upon the particular goals and climate of the employing organization (Wiener,
1982, p. 419). Thus, person-organization fit is an important determinant of organizational
commitment (Wiener, 1982).
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Consequences of Organizational Commitment

Research concerning outcomes of organizational commitment indicates that the
behavioral outcomes that had the strongest relationship with OC were turnover and
intention to stay in the organization (e.g., Mowday, Steers, & Porter, 1979; Meyer et al.,
2002; Tett & Meyer, 1993).

Turnover Intention. Porter et al. (1974) hypothesized that when an employee
quits, he or she ends all formal ties with a particular organization. The employee,
however, may not necessarily be relinquishing a set of job duties since, the same kind of
job m aybe assumed elsewhere. Resignation implies rejection of the job. Consequently,
Porter et al. (1974) expected that OC will be more directly related to turnover than job
attitudes and tested their hypothesis in a longitudinal design in a sample of psychiatric
technicians. The results of their study showed that commitment predicted voluntary
resignation more accurately than job satisfaction across several time periods.
Horn, Katerberg and Hulin (1979, p. 288), however, questioned the superiority of
organizational commitment over job satisfaction in predicting turnover intention. Their
findings suggest that it was due to the inclusion of questions tapping behavioral
intentions along with attitudes toward the organization in the assessment of commitment
and not because OC was assessing attitude toward a more relevant attitude object.
Meyer, Allen, and Smith (1993) found that affective and normative commitment
had a significant negative effect on intention to leave, but that continuance commitment
did not. In a meta-analysis, Meyer et al. (2002), found that affective commitment
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correlated most strongly with turnover, followed by normative and continuance
commitment. Furthermore, correlations with withdrawal cognitions were found stronger
than those with actual turnover. Somers (1995) found that only affective and continuance
commitment had a significant negative relationship with intention to leave.

Organizational Commitment and Nursing

The commitment of individual workers to an organization is thought to impact
staff retention in long-term care facilities (Riggs & Rantz, 2001). Shore and Wayne
(1993) argue that employee perception o f organization support is strongly related to
employee commitment. Much of the research on organizational commitment has relied
on samples of nurses (e.g., Parasuraman, 1989; Bluedom, 1982; Horn, Katerbergerg, &
Hulin, 1979). Studies have found that individual workers with positive attitudes toward
the elderly, who valued care giving, and had adequate social support had reported higher
levels of commitment and job satisfaction and were more likely to remain in their jobs
(Riggs & Rantz, 2001). Parasuraman (1989) found that licensed nurses’ organizational
commitment was negatively associated with intention to leave (P = -0.26). Nursing
literature also shows that organizational commitment has been associated with lower job
satisfaction (Blegen, 1993); poorer performance (Meyer et al., 1989); higher absenteeism
and tardiness (Dahlke, 1996); and turnover (Lum et al., 1998).

Summary

The review of literature on organizational commitment revealed a number of
important issues. First, like job satisfaction, organizational commitment has attracted a
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great deal of attention from scholars in many disciplines. However, there seems to be no
consensus in the literature as to the single most useful conceptual definition as well as the
framework or theory to explain the causes of organizational commitment. Second, a
number of the same variables, which have been found to affect job satisfaction, have also
been related to OC. Third, like job satisfaction, the influence of the organizational
commitment on intention to leave has been theorized and tested primarily with only an
affective conceptualization of organizational commitment (Tett & Meyer, 1993). Fourth,
most studies on organizational commitment were based on nurse samples. Fifth,
important relationships were found between this construct and turnover
intention/turnover. Sixth, the 9-item version of the OCQ was validated in many studies
and found be more strongly associated with intent to leave than the 15-item version. In
sum, organizational commitment continuous to be a major focus of research and this
study will extend research by investigating its mediating effects.

Mediation Effects of Job Satisfaction and Organizational Commitment

Mowday, Steers, and Porter (1979, p. 226) suggest that as an attitude, commitment
differs from the concept of job satisfaction. Commitment reflects a general affective
response to the organization as a whole. On the other hand, job satisfaction reflects one’s
response either to one’s job or to certain aspects of one’s job. Commitment is also
considered as more stable over time than job satisfaction, which focuses more on
immediate reactions to specific and tangible aspects of the work environment.
Substantial attention has been given in the literature to the mediating effects of
organizational commitment and satisfaction in turnover models. Tett and Meyer (1993)
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identified three theoretical perspectives on the causal ordering of job satisfaction and
organizational commitment. These perspectives are presented briefly together with results
from the Tett and Meyer’s (1993) meta-analytic study.

Satisfaction-to-Commitment Mediation Model. The first mediation model
discussed by Tett and Meyer (1993, p. 260) supports Porter et al.’s (1974) view that
commitment develops from job satisfaction. The model states that commitment takes
longer to develop and is more stable than satisfaction. On the other hand, job satisfaction
has only indirect influence on the intention and/or decision to quit, and encourages
research to identify mechanism through which satisfied workers become committed to
their organization. This view has been supported by many empirical studies (e.g.,
Mowday, Porter & Steers, 1982; Price & Mueller, 1986; Curry et al., 1986; DeCotiis &
Summers, 1987).

Commitment-to-Satisfaction Mediation Model. The commitment-to-satisfaction
mediation model suggests that commitment to the organization contributes to positive
attitude toward the job, possibly through rationalization process, which then affects
employees’ decisions to stay or leave based on how they feel about their job. Tett and
Meyer’s (1993, p. 260) account of literature review suggest that commitment may
develop prior to entry or at least may be evident at early stages of employment. In
addition, the model promotes the view that changes in commitment can be expected to
have only indirect effects on turnover. However, the researchers found mixed evidence in
support for this model.
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Independent-Effects Model. This third perspective holds that both satisfaction and
commitment contribute uniquely to the turnover process. It follows Porter et al.’s (1974)
view that the two constructs are distinct though related (Tett & Meyer, 1993, p. 260). It
also implies no particular causality between the two attitudes but does not rule out the
possibility of reciprocal influences. Several studies found support for this perspective
(e.g., Koslowsky, Caspy, & Lazar, 1991; Mathieu & Zajac, 1990; Shore & Martin, 1989;
Shore, Newton, & Thornton III, 1990). Tett and Meyer (1993, p. 260) suggest that this
perspective more than the previous two call for research into how the two variables
combine and/or interact to influence intention and final decision to quit.
In response to cross-study differences in the contributions of work attitudes to the
turnover process, Tett and Meyer (1993) compared the influences of satisfaction and
commitment o f the turnover process by applying path analysis to the meta-analytic
correlations. Based on aggregations involving a total of 178 independent samples from
155 studies, results showed that job satisfaction and organizational commitment
correlated 0.71, which accounted to 50% shared (Tett & Meyer, 1993, p. 280). This,
together with the observation that the two variables each contributed independently to the
prediction of intention, supported their conceptualization as “distinguishable, albeit
related, work attitudes” (Tett & Meyer, 1993, p. 280).
The theoretical underpinning of the present study is consistent with the third
perspective, and is based on Fishbein and Ajzen’s (1975) arguments that these attitudes
are distinct. For example, an employee may feel quite positive about the job because of
the immediate experience of the job, but feel negatively toward the organization due to
policies regarding pay scales or promotion (Shore, Newton, & Thornton III, 1990). Thus,
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the feelings of liking or disliking a job should be distinguished from feelings of
attachment to the job (commitment), though these attitudes should certainly be related
since they have the same focus (Shore, Newton, & Thornton III, 1990). In addition, since
a job exists within an organizational context it is expected that attitudes towards either the
job or organization should be related (Shore, Newton, & Thornton III, 1990).
The distinction between attitude concerning an object and attitude concerning an
act has important implications for the prediction of behavior (Wiener, 1982). According
to Fishbein and Ajzen (1975), an attitude toward an object does not enable an accurate
prediction of specific behavioral intentions. A more accurate prediction of specific
behaviors can come from attitudes and normative pressures concerning such behaviors.
Therefore, instrumental motivation and commitment are expected to be better predictors
o f behaviors than is job satisfaction (Wiener, 1982).

Summary

Research has produced equivocal results regarding the relative contributions of
organizational commitment and job satisfaction in the turnover process. Porter et al.
(1974) found that job satisfaction and organizational commitment were distinct concepts
empirically. This perspective more than the other perspectives calls for future research
and is adopted in the present study. Meta-analytic studies revealed that across studies, job
satisfaction correlated more strongly than commitment did with intention/cognitions.
With regard to turnover, however, satisfaction did correlate less strongly than
commitment (Tett & Meyer, 1993). Thus, discrepancies exist in the literature regarding
the relative contribution of each variable in the turnover process. To date no research has
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incorporated organizational commitment and job satisfaction in a complete examination
of their mediating effects on intention to leave and ethical work climates. The present
study accomplishes this with a sample of licensed nurses in skilled nursing facilities.

Dependent Variable

Turnover Intention

Importance of Turnover Intention

Turnover, or employee withdrawal, is a variable often included in organization
research (Michaels & Spector, 1982; Cavanagh, 1989). This is because the phenomenon
of turnover is significant, potentially costly and relatively clear-cut (Morrell, LoanClarke, & Wilkinson, 2001). In addition, its ease of collection has contributed to its
widespread popularity as an objective, behavioral measure (Michaels & Spector, 1982).
Turnover models and related empirical research provide strong support for
Fishbein and Ajzen’s (1975) proposition that behavioral intentions constitute the most
immediate determinant of turnover (Bluedom, 1982; Michaels & Spector, 1982; Curry et
al., 1985). Tett and Meyer’s (1993) meta-analytic study shows that turnover intention was
the strongest predictor of turnover; but the modest strength of the relationship (i.e., rho =
around 0.65) suggested limits in intent to quit as a surrogate of turnover (Tett & Meyer,
1993, p. 286). Furthermore, withdrawal cognitions accounted 21% less variance than
intention in predicting turnover (Tett & Meyer, 1993, p. 286). This finding additionally
demonstrated the importance of intent in predicting behavior.
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An individual’s intent to leave is a significant variable to consider also because
previous research has established a link between nurses’ self-reported intentions to
remain employed at a facility and their actual behavior (Cavanagh, 1990; Price &
Mueller, 1981, 1986; Parasuraman, 1989). Coward, Home, and Duncan, for example,
found that of nurses who noted that they would actually leave, more than half had left
within a year (Francis-Felsen et al., 1996).

Rationale for Using Turnover Intention

The current study uses behavioral intention (i.e., turnover intention) rather than
actual employee behavior (i.e., turnover). Several reasons guide this choice. First,
turnover intention was found as an immediate precursor of actual behavior, whereas
evidence linking job satisfaction and commitment with employee behavior is mixed
(Mowday, Porter, & Steers, 1982; Shore, Newton, & Thornton III, 1990). Second,
intention is an important mediating variable between general attitudes such as job
satisfaction and organizational commitment and behaviors such as turnover (Mobley et
al., 1979; Shore, Newton, & Thornton III, 1990). Third, while behavior is often
influenced by variables that are difficult to measure and outside of a person’s control,
intention is determined by the employee (Shore, Newton, & Thornton III, 1990). Fourth,
studying turnover intention allows examination of the unique contributions and
distinctiveness between job satisfaction and organizational commitment (Curry et al.,
1986; Tett & Meyer, 1993). Fifth, studying turnover intention allows an organization to
take action while employees only intend to leave and thus, avoid unnecessary turnover
(Price & Mueller, 1981; Mor Barak, Nissly, & Levin, 2001).
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Defining Turnover Intention

Intention to resign is universally regarded as the culmination of the decision
making process (Steel & Ovalle, 2d, 1984). Horn and Griffeth (1991) define turnover
intention as the relative strength of an individual’s intent toward voluntary permanent
withdrawal from the organization. Tett and Meyer (1993) define the concept as a
conscious and deliberate willingness to leave the organization. Typically it is has been
described as the last sequence of withdrawal cognition (Tan & Tan, 2000).

Conceptual Development of Turnover Intention

Understanding the fundamental determinants of behavior has been an important
goal for many theorists in the social and decision-making sciences (Westaby, 2005).
Behavioral intention models have advanced understanding of such behavioral
determinants (Westaby, 2005). These models have typically relied on Fishbein and
Azjen’s (1975) theory o f reasoned action (TRA) and Ajen’s (1991) theory of planned
behavior (TPB). In addition to providing a brief overview of these theories, this section
will also include a review of March and Simon’s (1958) theory of organizational
equilibrium, which still draws much scholarly attention (Morrell, Loan-Clarke, &
Wilkinson, 2001). It will then focus on the role of behavioral intentions in turnover
theory and empirical research. Finally, a discussion is included of recently proposed
behavioral reasoning theory (BRT) (Westaby, 2005), which identifies new linkages
underlying intentions and behavior.
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Fishbein and Aizen’s Theory of Reasoned Action. Fishbein and Ajen’s theory
assumes that a person’s behavior (B) is a function of the intention to perform that
behavior (BI) (as cited by Horn, Katerberg, & Hulin, 1979, p. 281). The B I is, in turn, a
function of two basic determinants: (a) attitude toward performing the behavior (Aact)
and (b) a subjective norm regarding the behavior (57V). Algebraically, this theory was
expressed as
B =ABI),
BI = w ^ a c t + W2SN + e
Where wi and W2 are theoretical weights but are usually empirically estimated using
multiple regression coefficients.
Horn, Katerberg and Hulin (1979, p. 281) note the attitudinal component of
Fishbein and Ajen’s model, Aact, may show a stronger relation with the behavior than
does attitude toward the object, the target toward which the action is directed. The social
component o f Fishbein and Ajen’s model, 57V, was an individual’s perception of whether
or not most people who were important to him or her think he or she should perform the
behavior. The 57Vwas, in turn, a function of the person’s beliefs about what specific
important others thought should be done (normative beliefs, of NBs), weighted by the
motivation to comply with these others (MCs). This function is algebraically represented
as 57V= 'LNBMC. It is argued that the addition of personal NB enhanced the model’s
predictive power.
Horn, Katerberg and Hulin (1979, p. 281) describe Fishbein and Ajen’s B I as the
intervening variable between the attitudinal and normative predictors of his model and
overt behavior. The single best predictor of that behavior was the person’s intention to
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perform the behavior. Hence attitudes are presumed to have a direct impact on behavior
operating through their more immediate influence upon behavioral intentions (Steel &
Ovalle, 2d, 1984). In addition, the magnitude of the relation depended on the degree to
which the measures of B I and behavior corresponded in their level of specificity, the
stability o f the intention, and the extent to which realization of the intention was under
the person’s volitional control (Horn, Katerberg & Hulin, 1979, p. 281). Finally, Fishbein
and Ajen hypothesized that variables external to their model could influence BI only
indirectly because of their effects on either of the major factors of the model (Aact or SN)
(Horn, Katerberg & Hulin, 1979, p. 281).
Horn, Katerberg and Hulin (1979) conducting a study to examine the predictive
ability o f Fishbein’s model, organizational commitment and job satisfaction. Their results
showed that the three approaches predicted with high accuracy the propensity of National
Guard members to stay in their organization.

Ajzen’s (1991) Theory of Planned Behavior. The underlying premise of the
TPB is that individuals make decisions rationally and systematically through information
available to them (Ajzen, 1991). According to this theory, intention is the most proximal
determinant of behavior and is determined through a logical sequence of cognitions.
Intentions, in turn, are proposed to be a function of three independent determinants: (1)
the person’s attitude, conceptualized as the overall evaluation, either positive or negative,
of performing the behavior of interest, (2) the subjective norm, which reflects perceived
social pressure to perform or not perform the behavior, and (3) perceived behavioral
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control, which reflects the extent to which the behavior is perceived to be under volitional
control.
In summary, the TRA and TPB propose that intentions are the best predictors of
human behavior and that people’s attitudes, feelings of social pressure, and perceived
control predict intentions. Figure 2.2 below displays these hypotheses visually.

March and Simon’s Theory of Organizational Equilibrium. March and
Simon proposed a model o f labor turnover based on the theory of organizational
equilibrium (TOE). The organization offers inducements (i.e., pay) to encourage
employees to participate, and contribute (i.e., work) (Weiss et al., 2003; Morrell, LoanClarke, & Wilkinson, 2001). March and Simon contend that employees endeavor to
maximize the rewards received from the job (i.e., outputs) in relations to their
contributions to the job (i.e., inputs), with satisfaction occurring when outputs outweigh
inputs (Weiss et al. 2003).
March and Simon contend that employees endeavor to maximize the rewards
received from the job (i.e., outputs) in relations to their contributions to the job (i.e.,
inputs), with satisfaction occurring when outputs outweigh inputs (Weiss et al. 2003).
Where these inducements are increased, this reduces the possibility that the employee
will leave the organization and vice versa. Employee turnover is ultimately determined
by two distinct factors, nam ely ‘perceived desirability o f job m ovem ent,’ which in its

turn, is influenced directly by job satisfaction and other factors (e.g., organizational size,
possibility of internal transfer), and ‘perceived ease of movement’, i.e., assessment of
perceived alternatives or opportunity (Morrell, Loan-Clarke, & Wilkinson, 2001).
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March and Simon posited that ‘ease of leaving’ was the most important predictor,
i.e., the more jobs that are available, the easier it is to find a job elsewhere. Other factors
affecting ‘perceive ease of movement’ included the location and visibility of the current
organization.
The model’s value lies in that it incorporates both labor market ideas in terms of
internal and extra-organizational opportunities with the expected utility being assessed in
terms o f ‘perceived desirability’ and ‘perceived ease,’ and psychological ideas (i.e., the
components of job satisfaction: conformity of job to self image, predictability of job
relationships, and compatibility of job and other roles) (Morrell, Loan-Clarke, &
Wilkinson, 2001).
Research has identified several limitations. First, the model focuses on particular
factors or decisions that predict turnover, but do not address the behavioral and cognitive
processes that go on after one has determined that he or she is dissatisfied (Weiss et al.,
2003). Second, it puts great emphasis on the importance of pay as a motivator, at the
expense of other intrinsic sources of satisfaction (Morrell, Loan-Clarke, & Wilkinson,
2001). Third, it does not address the issue of how different forms of commitment may
influence turnover (Allen & Meyer, 1990; Porter et al., 1974). Finally, it does not lend
enough weight to the possibility that turnover decisions may be influenced by aspirations
of longer term development, and may be predicted not only by career type, but also by
career stage and by an employee’s assessment of a particular organizations career
development opportunities (Morrell, Loan-Clarke, & Wilkinson, 2001).
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The Role of Behavioral Intentions in Turnover Theory

The several models of turnover (e.g., Mobley et al., 1979; Bluedom, 1982;
Michaels & Spector, 1982; Price & Mueller, 1986) consistently emphasize the
prominence of affective, job market, and intentional (intent to stay/quit) factors in
conceptual treatments of the turnover process. A recurring theme in many of these
models is that intention to stay/quit is a terminal cognitive step in the decision making
process (Steel & Ovalle, 2d, 1984).
Two popular models, namely, Price and Mueller’s (1986) model of turnover and
Mobley et al.’s (1979) extended turnover process model will be discussed next. The
rationale for selecting the latter two theories is that (a) they represent a broad range of
approaches to analyzing turnover, (b) include a component representing behavioral
intentions to stay and quit, and (c) each represent also a departure from the March and
Simon’s model of labor turnover.

Price and Mueller’s (1986) Causal Model. Price and Mueller (1986) conducted a
study of turnover of non-supervisory, registered nurses (N= 1,091) in hospital settings.
The nursing personnel worked both full time and part time and had different types of
training. The study was a two-step process, longitudinal design (the prediction interval
was 13 months). Based on Price’s (1977) synthesis of the turnover literature, Price and
Mueller’s (1986, p. 544) model outlines a series of unidirectional causal relationships
with turnover as the dependent variable. The researchers posited that seven determinants
(i.e., ‘routinization’, ‘participation’, ‘instrumental communication’, ‘pay’, ‘integration’,
‘distributive justice’, ‘promotional opportunity’) had direct impact on job satisfaction. As
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job satisfaction increased, it was expected that employees would have greater intent to
stay in the organization. Three other variables influenced directly the variable ‘intent to
stay’, namely, ‘professionalism’, ‘generalized training’, ‘kinship responsibility’. Finally,
the model indicated that the variable ‘opportunity’ and ‘intent to stay’ influenced directly
turnover.
The results of the Price and Mueller’s (1986, pp. 556-559) study showed that
opportunity and training, variables stressed by economists, as well as job satisfaction and
intent to stay, variables stressed by sociologists and social psychologists, were all found
significant. Job satisfaction was found to have no significant net influence on turnover
and served as important mediating variable, strongly impacting intent to stay.
Opportunity and promotional opportunity also had a significant influence on
intent to stay although these variables were not explicitly specified in the model.
The explained variance for turnover was 18 percent, with only three variables
having significant direct effects on it: intent to stay followed by opportunity having a
much smaller net effect, and general training having a very small net effect. Intent to stay
had a significant correlation with turnover (r = -0.40, p < .001) (see Table 2.13).
Price and Mueller (1986, pp. 560-561) provided several recommendations: (1) the
variable ‘intent to stay’ needed to be replaced by ‘commitment’ as conceptualized by
Mowday, Steers, and Porter (1979) since it did not capture fully the meaning of ‘loyalty
to the organization’; (2) size was considered important for any study that used a causal
model; (3) some of the organizations should be located in large urban areas where
turnover rates were considerably higher because variables such as opportunity might have
a stronger influence in larger communities; (4) occupations that differed considerably
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Table 2.13

Representative Studies of the Relations Between Behavioral Intent and Turnover
Studies
Price &
Mueller
(1986)
Mobley,
Hand, Baker
& Meglino
(1979)
Bluedom
(1982)
Michaels &
Spector
(1982)
Parasuraman
(1989)

Prediction Type of Variable
Relationship*
Interval Intent Turnover

Population

N

Nursing
Personnel

1,091

13 months

Stay

Stay (0)
Leave (1)

-.40

.001

Marine
enlisted
recruits

1,521

11 weeks

Stay

Stay (+)
Leave (-)

.19

.01

141

1 year

Quit

Stay (0)
Leave (1)

.28

.01

112

6 months

Quit

Stay (+)
Leave (-)

.41

.05
(.01)

307

1 year

Quit

Stay (0)
Leave (1)

.17

.05

Insurance
company
employees
Mental
Health
Center
staff
Nursing
Personnel

*The numbers are Pearson Product Moment Correlation coefficients

should be selected for a turnover study; and (5) the period between data collection for the
independent variables and data collection for turnover should be shortened.
The advantages o f Price and Mueller’s (1986) model are that it offers a
methodological and comprehensive review of the literature and empirical data on
turnover to support many of the causal linkages. Thus, it formally reflects the view that
turnover is the result of a decision process. The stress on competitive list o f determinants
is in contrasts to March and Simon’s model, which sought a more generic account of
factors such as job satisfaction (Morrell, Loan-Clarke, & Wilkinson, 2001).
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Despite empirical support for the hypothesized relationships, there was inadequate
support for the model as a whole (Morrell, Loan-Clarke, & Wilkinson, 2001).

Mobley, Griffeth, Hand and Meglino’s (1979) Expanded Model. Mobley’s
(1977; Mobley, Griffeth, Hand, & Meglino, 1979) formulations have shaped the course
of turnover research (Horn & Griffeth, 1991). Mobley (1977, p. 238) presented a heuristic
model of the employee withdrawal decision process. The process starts with an
evaluation of existing job and may lead to job dissatisfaction. Dissatisfaction arouses
thoughts about quitting. These thoughts, in turn, prompt consideration of the expected
utility o f job search and the costs of leaving. Non-job related factors (e.g., transfer of
spouse) may stimulate intention to search. The ensuing search may uncover alternatives,
which are evaluated and compared. Comparisons favoring alternatives over the present
job then activate intentions to quit or stay which leads to the individual’s actual staying or
quitting. Thus, Mobley’s model is linear in that each stage affects the next stage.
In Mobley et al.’s (1979) extended model of ‘search and quit intentions’ cognitive
judgments were not required to develop in subsequent stages, and they had direct effects
on turnover behavior. The model is more comprehensive and multivariate in scope than
some other turnover models (e.g., Simon & March, 1958; Price & Mueller, 1986). It
includes organizational, environment, and individual variables. Mobley et al. (1979)
proposed that job satisfaction, expected utility of the present job, and expected utility of
alternatives were the main antecedents of search and quit intentions, which in turn lead to
turnover. In addition, non-work values and responsibilities were identified as important
factors to the prediction of search and quit intentions.
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Mobley et al.’s (1979) model represents a more rigorous assessment of the
satisfaction-tumover process because it emphasizes individualized evaluation and the
expected utility in the assessment of both internal and external job options. Weiss et al.
(2003) point out that the absence of intermediate cognitive and behavioral processes
explains why some other turnover models (e.g., Price & Mueller, 1986) lack the power to
accurately predict turnover (Weiss et al., 2003).
Despite its “pervasive influence”, Mobley’s accounts “rest on frail empirical
underpinnings” (Horn & Griffeth, 1991, p. 350). Because of its complexity and
comprehensiveness, the extended model is difficult to assess as a whole (Michaels &
Spector, 1982). As a result, research has only validated, or partly validated portions of the
model (Michael & Spector, 1982; Horn & Griffeth, 1991). What is more, theorists have
suggested that such withdrawal cognitions, as thoughts of quitting and quit decisions are
redundant (Horn & Griffeth, 1991). Horn and Griffeth (1991) tested several models of
linkages between job satisfaction and turnover using both cross sectional and longitudinal
studies and found that a global cognition can parsimoniously summarize particular
withdrawal cognitions.
Several other models of turnover process (e.g., Bluedom, 1982; Michaels &
Spector; Parasuraman, 1989) (see Table 2.12) have included a component representing
behavioral intentions to quit or stay. For instance, the sociological model of worker
attrition developed Bluedom (1982) focused on contextual rather than psychological
antecedents of the separation process. Intention to stay served as an important link
between job satisfaction and turnover. Parasuraman (1989) tested an integrated model of
turnover of nurses (N= 307) (RNs and LPNs), in nonsupervisory positions, employed full
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time, in a large metropolitan hospital. The results indicated that nursing turnover was a
product of complex linkages among personal/demographic and organizational/job
experience variables, as well as attitudinal variables (job stress, satisfaction, and
commitment), which contributed to the intention to leave the employing organization and
eventual turnover.
Although considerable evidence on the predictive accuracy o f behavioral
intentions has been accumulated in the literature, it has not been systematically employed
to support theory development (Steel & Ovalle, 2d, 1984). One possible reason,
according to Mobley et al. (1979), is that many of these studies have dealt with only a
small subset of the variables potentially relevant to turnover, but many were not based on
a clear conceptual model.
To assess the role o f behavioral intentions in turnover theory, Steel and Ovalle, 2d
(1984) conducted an in-depth review of research investigating the capacity of behavioral
intentions to predict employee turnover. Their meta-analysis clearly indicated that
behavioral intentions were superior to affective variables in the prediction of relevant
criterion variance. Based on a review of previous research, Mobley et al. (1979) reached
the same conclusion, i.e., the inclusion of intentions significantly enhances the prediction
of turnover. Moreover, Mobley et al. (1979) argued that a greater variance in turnover
intentions could be explained by using multiple variables. Additionally, the predictive
strength of intentions to stay/quit depends on the time interval between collection of
predictor data and procurement of attrition criteria (Steel & Ovalle, 2d, 1984;
Parasuraman, 1989; Mobley et al., 1979; Horn, Katerberg & Hulin, 1979).
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Westabv’s (2005) Behavior Reasoning Theory. Although the behavioral
intention models have received empirical research support, Westaby (2005) directs
scholarly attention to the lack of theoretical explanation of how “reason” concepts
explain motivational mechanism. To fill the gap in the literature, the researcher
developed and tested the behavioral reasoning theory (BRT). This theory states that
reasons serve as important linkages of between people’s beliefs, global motives (e.g.,
attitudes, subjective norms, and perceived control), intentions, and behavior (see Figure
2.3).
The BRT’s explicit assumptions are: (1) not all beliefs become the reasons for
one’s behavior; (2) people often search for behavioral options in memory that have the
most justifiable and defensible set of reasons; when those options are identified, decisions
can be implemented with confidence; (3) reasons independently contribute to and impact
global motives and intentions, because they help individuals justify and defend their
actions; (4) reasons may be skipped by automated processing (e.g., stimulus response);
(5) reasons are not sufficient to explain behavior; people’s global motives, such as
attitudes, norms, and perceived control, also have independent effects unaccounted for by
reasons; (6) the theory does not assume that reasons are rational and unbiased; and (7)
interventions successfully targeting people’s global motives and specific reasons will
result in changes in intention and behavior.
Westby’s (2005, pp. 115-116) supported BRT hypotheses across multiple
studies. Results showed that reasons (for and against behavior) were differentiated from
global motives and intentions in traditional behavioral intention models.
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Figure 2.3 Behavioral Reasoning Theory (Westaby, 2005, p. 99).
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Reasons also predicted each of the global motive factors and contributed to the prediction
of intention beyond that explained by global measures. The hypothesis that beliefs and
values served as important antecedents of reasons was also supported.
Thus, the results demonstrated that traditional belief concepts had direct linkages
to global motives and intentions, unaccounted for by reasons. Since the study provided
tentative support, Westby (2005) suggested future research to further test the theory.

Measurement of Turnover Intention

Consistent with Fishbein and Ajzen’s arguments that specific withdrawal
cognitions might reflect different aspects of a general withdrawal intention, researchers
(Mobley, 1977; Horn & Griffeth, 1991; Tett & Meyer, 1993) have proposed that the job
satisfaction-tumover intention linkage is mediated by thoughts of quitting and intent to
search for alternative employment. For the sake of parsimony, items pertaining to those
variables are combined with intent to quit in forming an index of withdrawal cognitions
(e.g., Cammann et al. [as cited by Cook et al., 1981]; Bluedom, 1982).
This study uses the Intent to Turnover Intention Measure from the Michigan
Organizational Assessment Questionnaire developed by Cammann et al. (Cook et al.,
1981). This unitary construct consists of three indicators that represent distinct
withdrawing cognitions: intentions to quit, search intentions, and thoughts of quitting
(Horn & Griffeth, 1991). Horn and Griffeth (1991, p. 352) tested previous models of
turnover with samples of nursing personnel using SEM. The results showed that one
general construct of turnover intentions parsimoniously summarized the disparate
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withdrawal cognitions presented in previous models of turnover (e.g., Mobley, 1977;
Bluedom, 1982; Price & Mueller, 1986). Horn and Griffeth (1991) called for
“reconceptualization of withdrawal cognitions as reflecting a unitary constmcf ’ (p. 361).
The Intention to Turnover Measure was used in other behavioral intentions
studies (e.g., Shore, Newton, & Thornton III, 1990) and was the most frequently utilized
instrument in healthcare settings including long-term care (Lauren et al., 2005).
Cammann et al. reported an internal consistency of the scale, 0.83 from diverse
occupational sample at 11 sites and supported constmct validity with correlations of -0.58
with overall job satisfaction (Lauren et al., 2005; Cook et al., 1981). Logical
relationships were found between look for new job item and age, loneliness, and
satisfaction with pay and benefits in study of home health aides (Kiefer et al., 2005).
Michaels and Spector (1982, p. 55) used a similar instrument that asked
respondents whether they seriously considered quitting the job, whether they wanted to
quit, and whether they were actually planning to quit.
Other instruments used to measure staying or leaving intentions include
Bluedom’s (1982, p. 142) Staying or Leaving Index (SLI), which included six questions
asking respondents to rate their chances of still working for the company three, six, and
twelve months from now. According to Schewepker (2001), a variation of this measure
has been used in numerous studies.
Some researchers have provided support for the use of a single-item measure of
intention (Curry et al., 1985; Parasuraman, 1989). The survey item asked the respondents
given their present feelings about the job, how likely it was that they would resign and
leave the job in the next 6 months.
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Turnover Intention: Antecedents and Consequences

Variables that were found to influence turnover intention indirectly or directly
across studies can be grouped into four categories: (a) individual variables; (b)
organizational variables; (c) the external environment, and (c) attitudinal variables.
Turnover intention was found as immediate precursor of actual behavior.

Antecedents

Individual Variables. Individual variables hypothesized to predict turnover
intention and turnover indirectly or directly include both personal/demographic variables
(age, tenure, education, interests, personality, socio-economic, family responsibility,
aptitude) and occupation variables (job level [supervisor/nonsupervisor], skill level,
status, professionalism, task characteristics, role conflict, work overload) (Mobley et al.,
1979; Michaels & Spector, 1982). O f the many variables in these categories, the most
consistent evidence was found to the negative relationship of age and organizational
tenure with turnover (Parasuraman, 1989; Mobley et al., 1979; Price, 1977).
The amount of variance explained by age in studies was less than 7%, which
means that age may be correlated with many other variables, and it alone contributes little
to the understanding of turnover behavior (Mobley et al., 1979, p. 496). Price (1977) also
predicted that individual demographic characteristics such as age, length of service, and
education should not have independent causal effects once variables in the model have
been taken into account. However, in a review of previous empirical research that has
tested Price’s model, Bluedom (1982, p. 136) found that demographics frequently
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retained powerful predictive effects, despite the explanatory power of the other variables
in the model.

Organizational and Work Environment Variables. Conceptual models (Mobley et
al., 1979; Bluedom, 1982; Parasuraman, 1989; Mobley, 1977) posit that organizational
variables (e.g., pay and promotion, supervision, peer group relations, goals-values,
policies, practices, job content, conditions, climate, centralization, formalization, member
integration, routinization, size) may influence turnover through attitudinal variables.
Moderately consistent support for the negative relationship between supervisory style and
turnover was evident (Mobley et al., 1979). Research reveals an inconclusive pattern of
results with respect to pay, promotion, and peer group relations (Mobley et al., 1979).
Job content factors (e.g., satisfaction with work itself) and the perceived intrinsic value of
work, intrinsic motivation, and intrinsic satisfaction were all significantly and negatively
related to turnover (Mobley et al., 1979).

The External Environment. The probable role of availability of alternative
jobs has been recognized for a long time in the turnover literature (Mobley et al., 1979).
Economic studies have reported significant relationships between economic indicators
and turnover (e.g., Carsten & Spector, 1987). Research on individual-level turnover has
assessed perceived alternatives (Mobley et al., 1979). For example, the expectancy of
finding an acceptable alternative position was significantly and positively related to
intention to quit but not to actual quitting, although intention to quit was significantly and
positively related to turnover (Mobley et al., 1979).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

119

Attitudinal Variables. Felt stress, job satisfaction, and organizational
commitment were found as salient attitudinal variables that influence intention to leave
and eventual turnover (Parasuraman, 1989). Felt stress has been found to be an
intervening variable influencing job satisfaction, organizational commitment, and
intention to leave as well as actual turnover (Parasuraman, 1989). Studies involving
overall job satisfaction (e.g., Price, 1977; Mobley et al., 1979; Curry et al., 1985;
Michaels & Spector, 1982) indicated a negative relationship between it and turnover and
position it as an intermediate construct in the process (Parasuraman, 1989). However, the
amount of variance accounted for was consistently less than 14% (Mobley et al., 1979,
p. 497). Similarly, OC was found a significant predictor o f turnover intentions and
turnover in the turnover process (Bluedom, 1982; Parasuraman, 1989; Porter et al., 1974;
Horn, Karterberg, & Hulin, 1979). In a meta-analysis, Tett and Meyer (1993, p. 280)
found that job satisfaction correlated more strongly than commitment did with
intention/cognitions (-0.70 vs. -0.55, respectively). With regard to turnover, however,
satisfaction did correlate less strongly than commitment (-0.27 vs. -0.33, respectively). In
testing their model, Farrell and Rusbolt (1981) found support that commitment would be
a stronger predictor than satisfaction o f intention to remain and of turnover.

Consequences of Turnover Intention

Turnover. Current turnover models and related empirical research provide
evidence that behavioral intentions constitute the most immediate determinant of actual
behavior, or turnover (Bluedom, 1982; Curry et al., 1985; Michaels & Spector, 1982,
Parasuraman, 1989). However, the magnitude of intent-tumover correlations has proven
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extremely variable (Steel & Ovalle, 2d, 1984) as was shown in the examples in Table
2.12. Steel & Ovalle, 2d (1984, p. 505) speculated several possible reasons for this
finding (e.g., intentions do not account for impulsive behavior; intentions do not
adequately capture the perception and evaluation of alternatives; along with personal,
organization, and external conditions, intentions may change between original
measurement and the observation of actual behavior). The researchers note that the more
specific the behavioral intention statement and the less time its measurement and the
behavior, the stronger the relationship should be.

Turnover Intention and Nursing

Theoretical models as well as empirical research have supported four general
categories o f factors that influence a nurse’s intent to leave in long-term care facilities.
First, personal/demographic characteristics (age, organizational tenure, gender,
race, income, and marital status) (Cotier & Kane, 1988; Parasuraman, 1989; FrancisFelsen et al., 1996; Stratton et al., 1992) were associated with the intent to leave.
Second, organizational and work related characteristics (e.g., climate (Chambers,
1990; Anderson, Corazzini, & McDaniel, 2004; Thompson & Brown, 2002); lack of
social support (Riggz & Rantz, 2001); location (Chambers, 1990; Francis-Felsen et al.,
1996); tasks characteristics (skill variety, task identity, task significance, autonomy, and
feedback) and job level (Seybolt, 1986; Michaels & Spector, 1982; Parasaruman, 1989;
Francis-Felsen et al., 1996) and job experiences in terms of role conflict, work overload,
schedule conflicts, leadership style of the supervisor (Parasuraman, 1989; Mobley et al.,
1979; Chambers, 1990; Boyle et al., 1999; Thompson & Brown, 2002); peer group
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relations/teamwork (Cavanagh, 1990; Francis-Felsen et al., 1996; Thompson & Brown,
2002; Floltz, 1982); pay and benefits (Francis-Felsen et al., 1996; Chambers, 1990;
Thompson & Brown, 2002; Brannon, Cohn, & Smyer, 1990; Caudill & Patrick, 1991)
were all found to be related to turnover intention and turnover.
Third, attitudinal variables (felt stress, job satisfaction, organizational
commitment) have been found as intervening variables influencing directly or indirectly
turnover intention as well as turnover. For example, felt stress has been found to be an
intervening variable influencing job satisfaction, organizational commitment, and
intention to leave, as well as actual turnover (Parasuraman, 1989). Research findings
indicate that job satisfaction and organizational commitment have a direct positive effect
on intent to stay and on job retention (Tauton et al., 1997, Alexander et al., 1998;
Anderson, Aird, & Haslam, 1991; Blegen, 1993; Carr & Kaznowski, 1994; Cavanagh,
1992; Coward et al. 1995; Davidson et al., 1997; Tai, Bame, & Robinson; 1998, Boyle et
al., 1999; Shader et al., 2001; Ellenbecker, 2004; Comer, 1998).
Fourth, the mobility, or perceived alternative employment opportunities were
found related to turnover intention (Francis-Felsen et al., 1996; Michaels & Spector,
1982; Price & Mueller, 1986).

Summary

Turnover intention as an immediate precursor of turnover is a variable often
studied in organizational research (Parasuraman, 1989; Mobley et al., 1979). Even though
models of employee turnover have been products of differing philosophical orientations
(i.e., psychological, sociological), there has been considerable agreement among scholars
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that behavioral intentions represent a transitional link between thought processes and
behavioral action (Steel & Ovalle, 2d, 1984). This link is based largely on attitude theory
(e.g., Fishbein & Ajzen) and on empirical findings (Mobley et al., 1979; Parasuraman,
1989; Westaby, 2005). It is also evident that turnover intention, whether measured
directly or included with job satisfaction and/or commitment, enhances the prediction of
turnover (Mobley et al., 1979; Steel & Ovalle, 2d, 1984; Tett & Meyer, 1993). Previous
studies also suggest the need for inclusion of multiple variables to account for a greater
proportion of the variance in turnover (Mobley et al., 1979). Research in long-term care
facilities has identified four general categories of factors that influenced a nurse’s selfreported intent to leave: personal/demographic, organizational/work experiences,
attitudinal, and environmental. Some of these variables will be included in this study as
well.

Control Variables

Eight control variables have been chosen for inclusion in this study including
personal variables (age group, gender, and years in the facility), occupational variables
(job title and job position), organizational variables (facility ownership type and facility
size), environmental (opportunity), and an over-claiming technique. Since literature on
the role of some of these variables as antecedents has been discussed in part in previous
sections, an overview of each will be provided next.

Personal Variables

Age Group, Years in Facility, and Gender. Of the many variables in the personal
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category, the most consistent evidence was provided to the negative relationship of age
and organizational tenure with turnover (e.g., Mobley et al., 1979; Michaels & Spector,
1982; Seybolt, 1986; Parasuraman, 1989). These variables were thought as relevant to
understanding the turnover process (Parasuraman, 1989; Alexander et al., 1998; Tai,
Bame, & Robinson, 1998; Shader et al., 2001; Cotier & Kane, 1988; Stratton et al.,
1992). In a review of past research Mobley et al. (1979) found no significant relationship
between gender and employee turnover.
Resent research in hospital and long-term care shows that age, tenure, gender,
race, income, marital status were all associated with the intent to leave (Alexander et al.,
1998; Tai, Bame, & Robinson, 1998; Shader et al., 2001; Cotier & Kane, 1988; Stratton
et al., 1992; Taunton et al., 1997; Francis-Felsen et al., 1996). Thus, older nurses,
females, whites, those with higher incomes, those who were married, and those who have
worked in SNFs longer would be more likely to report intent to remain at the same SNF.
Chambers (1990) found that SNFs that employed nurses who were younger, had a higher
educational level, worked part time, and worked rotating shifts had higher turnover rates.
Other researchers (e.g., Brennan & Moos, 1990) have reported that SNFs risk a
somewhat higher turnover rate by hiring younger and less experienced employees. Cotier
and Kane (1988) found that nurses who have worked in a SNF longer had more positive
attitudes toward their jobs than those with shorter SNF experiences. Tenure has also been
found to be positively associated with organizational commitment (Mathieu & Zajac,
1990).
However, the amount of variance explained by personal variables in turnover
models was relatively small (Mobley et al., 1979). One explanation was that variables
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such age, gender, and tenure covaried with other important variables that eventually lead
to turnover (Parasuraman, 1989; Mobley et al., 1979; Price & Mueller, 1986). For
example, Price and Mueller (1986, p. 548) argue that it was not ‘age’ per se that
produced variations in turnover, but routinization, participation, instrumental
communication, integration, pay, and kinship responsibility, all of which were correlated
with age. Younger members, they argued, would have higher rates of turnover than older
members because they usually had the most routine jobs, had fewer close friends,
received less pay, and had fewer local obligation to kin (Price & Mueller, 1986).
However, Price and Mueller’s model presented causal relationships that applied equally
to all organizational members. A global construct such as ‘routinization’ might influence
different employees in different ways (e.g., some may find it dissatisfying while others
may value the same level of routine within their work).
Parasuraman (1989) points out that the variables ‘age’ and ‘organizational tenure’
were expected to have indirect effects on turnover through other attitudinal variables in
the model (e.g., felt stress, job satisfaction, and organizational commitment). However,
other researchers (e.g., Bluedom, 1982) found that demographics frequently retained
powerful predictive effects.
Although personal variables may provide little to the understanding of turnover
behavior, Mobley et al. (1979) insists that their inclusion in the model is important to
understand the psychology of the turnover process.

Occupational Variables

Occupational variables such as job level, perceived task characteristics, and job-
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related experiences (e.g., role conflict, work overload, and leadership style of supervisor)
have been found to influence turnover intention and turnover through their relationship
with attitudinal variables (Mobley et al., 1979; Bluedom, 1982). For example,
Parasuraman found that age, job level, leadership attention, and role conflict were
directly related to licensed nurses’ organizational commitment; role conflict was directly
related to job satisfaction; and role conflict, workload, and leadership attention were
directly related to felt stress.

Job Title. Most studies have focused on identifying factors that influence
certified nursing assistants’ turnover intention in SNFs (Thompson & Brown, 2002). As a
consequence, there is a great deal of uncertainty about what factors account for the high
turnover rate of licensed nurses in SNFs (Thompson & Brown, 2002; Anderson, Issel, &
McDaniel, 1997).
In a study o f 405 nurse staff in 14 SNFs, Schaefer and Moos (1996) found that
having a position as an RN or LVN was associated with less satisfaction, less intent to
stay in the job, and more job-related distress and depressed mood. RN turnover was also
found higher in nursing homes with sicker and more dependent residents (Anderson,
Issel, & McDaniel, 1997).
Anderson, Corazzini, and McDaniel (2004) found that RN turnover was higher in
nursing homes in which workloads were greater but that LPN and NA turnover was lower
under the same conditions. The researchers attributed the negative association for LPNs
and NAs to satisfaction that arises from frequent contact with residents and the positive
association among RNs to be related to the higher number of RNs in nursing homes with
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higher levels of acuity. In contrast, Harrington and Swan (2003) found a negative
association between staff-to-patient ratios and turnover among all types of formal
caregivers.
In their study o f 526 nursing homes from two states, Donoghue and Castle (2006)
found that higher staffing levels among RNs and NAs, a higher quality of care, and a
lower Medicaid census were all associated with lower voluntary turnover but also higher
involuntary turnover. Their findings suggest that although nursing home administrators
may enjoy lower levels of voluntary turnover by maintaining high ratios of staff members
to residents, they may also experience pressure to decrease the sizes of their workforces if
the costs of maintaining those staff ratios become too high.

Job Position. Researchers have found that job satisfaction or morale increased as
the job level progressed (Slavitt et al., 1979). For example, assistant directors of nursing,
directors of nursing, and supervisors were more satisfied than staff nurses (Simpson,
1985). Anderson, Corazzini, and McDaniel (2004) found nursing staff turnover to be
associated with staffing levels and director-of-nursing tenure. Job satisfaction of staff
nurses in long-term care has been also related to workload, autonomy, prestige,
scheduling, management style, and recognition from co-workers (Gillies, Foreman, &
Pettengill, 1996). On the other hand, job satisfaction of nurse managers has been more
related to the relations with co-workers, autonomy, and professional status than with
agency policies, pay, and task requirements (Gillies, Foreman, & Pettengill, 1996). In a
study of directors of nursing, Slocum, Susman, and Sheridan (1972) also found that they
were more satisfied with job security, kind of working place, chance to use skills and
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abilities, kind of people in work setting, freedom to plan work, and a chance to try new
things.
Brennan and Moos (1990) found that organization in a facility might affect
employees differently. For example, a highly ordered and predictable facility might
support the work of a supervisory nurse. For a staff nurse, however, the same degree of
organization might mean more routinization of work and a lack of autonomy and
flexibility for meeting expected resident needs. Cotier and Kane (1988) found that SNF
nurses who liked the autonomous supervisory work were more likely to accept positions
in a SNF setting.

Organizational Variables

Interest in studying the effects of organizational characteristics on turnover
in nursing homes has been growing in recent years (Donoghue & Castle, 2006).
However, researchers have found inconsistent relationships between staff turnover and
structural facility factors such as location, size, and ownership (Brennan & Moos, 1990).

Facility Size. Halbur (1982) found more staff turnover in larger SNFs,
other researchers (e.g., Bergman et al., 1984) found more turnover in smaller facilities.
More recent findings show that facility size affected turnover. Cohen and Spector (1996)
found a negative relationship between size and staffing. Larger nursing homes had less
RN and/or LPN turnover (Anderson, Corazzini, & McDaniel, 2004; Anderson, Issel, &
McDaniel, 1997; Thompson & Brown, 2002; Chambers, 1990). In contrast, Harrington
and Swan (2003) found that size had no effect on total nurse and RN staffing.
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Facility Ownership Type. Several studies have reported lower overall staffing
levels (or lower RN staff) in for profit nursing facilities (Harrington et al., 1998;
Aaronson, Zinn, & Rosko, 1994). Banaszak-Holl and Hines (1996) found that for-profit
homes had higher turnover rates than nonprofit homes. Harrington and Swan (2003)
found that for-profit ownership was negatively associated with total nurses and RN
staffing, even when controlling for higher proportion of Medicaid residents. Brannon et
al.’s (2002) study, which was based on 288 nursing homes in eight states, found that high
levels of nursing assistants (NAs) turnover are more likely to be found in for-profit
homes and those that operate as part of investor-owned chains and that high and low
levels of NAs turnover corresponded to high and low levels of RN turnover. In contrast,
Thompson and Brown (2002) found that for/non-for-profit status did not have a
significant relationship with turnover rates.
Brennan and Moos (1990) found that turnover is considerably lower in the
veterans facilities (26%) than in the community facilities (46%). This was explained with
better wages and benefits, which allowed administrators to be more selective in hiring
and also encouraged employees to stay in their jobs longer. Chambers (1990) found that
non-corporate SNFs had lower turnover rates. These findings provide some evidence that
the institutional nature of for-profit facilities has an influence in holding down staffing
levels (Harrington & Swan, 2003; Aaronson, Zinn, & Rosko, 1994).

Environmental Variable

Opportunity. The role of the availability of alternative jobs in employee turnover
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has long been recognized (Mobley et al., 1979), and the variable ‘opportunity’ has been
conceptualized in various ways by economists, sociologists and psychologists.
The economic explanation of labor turnover is based on the idea that it is possible
to build theories and models, based on quantifiable variables that are known, or directly
result from other knowable variables (Morrell, Loan-Clarke, & Wilkinson, 2001). For
example, research has documented a relationship between economic indicators such as
employment levels or job vacancy rates and turnover rates (Mobley et al., 1979).
Carsten and Spector (1987) tested Muchinsky and Morrow’s model of turnover,
which hypothesized three major determinants of turnover: economic opportunity factors,
including both local and national unemployment, individual factors, and work-related
factors. They found that during high unemployment and low alternatives for employment,
few people would quit and the relationship between job satisfaction and turnover would
be low.
Price (1979) hypothesized that individual’s satisfaction level determines the
probability of an individual staying in or leaving the organization, contingent upon the
state of the economy. Turnover should be most likely for very dissatisfied people in
economies with high opportunity. However, Bluedom (1982) positioned opportunity as
causally prior to satisfaction, and argued that it influenced turnover and turnover
intentions indirectly through job satisfaction.
Farrell and Rusbolt (1981) proposed a turnover model in which commitment was
a function of several factors: the rewards and costs derived from one’s job (job
satisfaction), the quality of one’s job alternatives, and the magnitude of one’s investment
in the job. The researchers predicted that job alternatives were negatively related to
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commitment. For example, if an individual’s job alternatives were poor (e.g., oversupply
of similarly qualified workers), then commitment was expected to become greater. Farrell
and Rusbolt combined expectancy (favorable reward/cost analysis) and commitment.
According to Morrell, Loan-Clarke, and Wilkinson (2001), job opportunity may
be too complex to be described using impersonal variables and a rational-economic
model of decision-making and it is not useful when it comes to explaining or predicting
individual decisions to quit. For example, pure economic account does not pay sufficient
attention to situations where people derive intrinsic satisfaction.
Research on individual-level turnover has infrequently assessed perceived
alternatives and found that the expectancy of finding an alternative job moderated the
correlations between attitude and turnover (Mobley et al., 1979).
Mobley et al. (1979) conceptualized ‘opportunity’ as perceived probability of
finding another job, which could be viewed as a precursor of hospital employee turnover.
They studied 203 nurses and found that the probability of finding another job
contributing significantly to thoughts of quitting. They emphasized the expected utility in
the assessment of both internal and external job options and suggested additional research
to explicate the role of perception and evaluation of alternatives in the individual turnover
process.
Michaels and Spector (1982, p. 55) measured ‘perceived alternative employment’
with a single question, which asked how easy it was for respondents to find alternative
employment. The variable was found not to be a direct antecedent of intention and was
not directly related to turnover. Additional testing of the moderating effects of this
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variable on the relationship between JS and TOI and turnover as well as on the
relationship between TOI and turnover did not produce significant results either.
Similar to Michaels and Spector, Price and Mueller (1986, p. 545) conceptualized
the variable opportunity as the “availability of alternative jobs in the organization’s
environment”. Price and Mueller’s (1986) findings showed that nurses who perceived the
greatest employment opportunities outside the hospital and perceived limited promotional
opportunities inside the hospital were least likely to stay in the hospital.
Researchers argue that an explanation of turnover must focus on both
environmental and organizational determinants (Price & Mueller, 1986; Mobley et al.,
1979). This study has conceptualized the variable ‘opportunity’ as “other facilities have
tried to recruit me in the last six months’”. Thus, it is a straightforward translation of the
labor market account of turnover, such as the ‘opportunity’ variable in Price and
Mueller’s model would suggest rather than Mobley et al.’s.

The Over-claiming Technique

The term over-claiming originated with Phillips and Clancy (1972), who
developed an ad hoc index for use in a consumer survey. They asked respondents to rate
their familiarity on the use of various nonexistent products and services. Any claim of
familiarity with the items suggested that the respondents did overclaim. However,
Phillips and Clancy (1972) and later Randall and Fernandes (1991) found that their over
claiming index showed significant positive correlations with socially desirable
responding (SDR)-the tendency to give overly positive self-descriptions.
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The over-claiming variable in this study was used for two reasons: (1) Schoderbek
and Deshpande (1996, p. 412) note that even when an anonymous survey is used,
impression management and over-claiming still had a significant impact on self-reported
ethical conduct underscoring the importance of using these techniques in ethics studies,
and (2) Arnold, Feldman, and Purbhoo (1985, p. 964) found that individuals with high
degrees o f social desirability bias tended to overreport levels of job satisfaction and
organizational commitment and to underreport levels of intentions to search for new
positions.

Summary

The review of literature of the control variables reveals that age and tenure have
been consistently reported to have indirect rather than direct effect on turnover intention.
Similar indirect effects were found for the variable job level. Discrepancies in empirical
research exist with regard to the relevant contribution of size and facility ownership type
to explain nurses’ turnover intention and actual turnover. There are compelling
conceptual arguments that the variable opportunity and the over-claiming technique are
important variables in ethics and turnover studies. However, they were infrequently
studied.
Summary

The literature review in Chapter II offered the theoretical and empirical
justification for the research questions and hypotheses that follow. The series of studies in
applied business and nursing ethics, industrial organization, and management, as well as
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nursing retention literature have identified significant relationships among the predictor
variables (i.e., ethical climates and perceived organizational support), the mediator
variables (i.e., job satisfaction and organizational commitment), the dependent variable
(i.e., turnover intention) and the control variables (i.e., personal, occupational,
organizational, environmental, and an over-claiming technique). Relatively few studies
on ethical climate and POS have been conducted in the nursing environment, although
there has been a progressive growth in the number of studies that investigate
determinants of licensed nurses’ turnover intention in long-term care facilities. There is
also limited evidence of any current studies that have investigated relationships between
ethical climates and POS, job satisfaction, and organizational commitment in business
ethics research, and no evidence for the latter relationships in long-term care facilities.
Finally, there is no evidence of any prior or current research that has established the
mediating effects of POS, job satisfaction, and organizational commitment on the
relationships between distinct ethical climates and turnover intention. This study
hypothesizes these relationships to exist and explicates them in Chapter III.
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CHAPTER III

THEORETICAL FRAMEWORK AND HYPOTHESES

Introduction

The purpose of this study is to extend previous research and contribute new
knowledge by investigating the unique role of ethical climates and perceived
organizational support on licensed nurses’ turnover intention in skilled nursing facilities
in one midwestem state. Specifically, goals of this study are (1) to replicate Victor and
Cullen’s (1987; 1988) studies and to confirm whether distinguishable ethical climates
arise in SNFs, and whether organizations and/or organizationally defined groups within
organizations have identifiable ethical climates, and (2) to test a model that examines the
effects of distinct ethical climates and perceived organizational support on licensed
nurses’ turnover intention through job satisfaction and organizational commitment.
To accomplish these objectives, a theoretical framework would first provide
rationale for the potential relationships among the variables in the conceptual model
introduced in the chapter I. Second, specific hypotheses will be developed to address the
two goals of this study.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

135

Theoretical Framework

The rationale for expecting a relationship between an organization’s EC and its
members’ job satisfaction, organizational commitment, turnover intention will be drawn
from the field of organizational justice theory, cognitive dissonance theory, and symbolic
interaction theory (see Figure 3.1).

Organizational Justice Theory

The concept of organizational justice is central to understanding a wide range of
human attitudes and behaviors in the organizational setting (Hartman, Yrle, & Galle,
1999). Greenberg (1990a) defines organizational justice as the employees’ perceptions of
the fairness o f treatment received from organizations. According to organizational justice
theory and empirical research on the link between perceptions and behavior, the
perception of an action or outcome as fair is a combination of distributive, procedural and
interactive justice elements and the interaction between them (McFarlin & Sweeney,
1992; Greenberg, 1990a).

Distributive Justice. Distributive justice is defined as the perceived fairness of the
result or end product that an employee receives from an organization and draws insight
from Adam’s equity theory and Leventhal’s (1976a) justice judgment model (Hartman,
Yrle, & Galle, 1999; Cropanzano & Greenberg, 1997).
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Following Adams’s equity theory, if an employee perceived the outcome to be
inappropriate to some standard, then the employee was likely to experience
distributive injustice (Cropanzano & Greenberg, 1997). Thus, the equity theory
placed emphasis on the distribution rule (Leventhal, 1976a).
In contrast, Leventhal’s (1976a) justice judgment model posits that the
individuals apply not only equity, but also ‘equality’ and ‘need’ justice rules in the
evaluation of justice outcomes. The equality rule, for example, implies that all
involved parties receive equal outcomes, regardless of their input. The need-based
rule allocates resources based on the relative need of the parties. According to
Leventhal’s model, the individual within the organization determines (1) which
justice rules to use and how much weight to give them, (2) estimates the amount and
types of outcomes the recipient deserves based on each justice rules, (3) combines the
outcomes deserved on the basis of each rule into a final estimate, and (4) evaluates
the fairness of the recipient’s actual outcomes by comparing it the deserved outcome.
The distributive justice theory, however, provides little insight about means
that an organization uses to determine outcomes. This has shifted the research focus
to procedural justice.

Procedural Justice Theory. Procedural justice gives attention to the perceived
fairness o f procedures, which are used to determine outcome decisions (Leventhal,
1976a; Hartman, Yrle, & Galle, 1999; Cropanzano & Greenberg, 1997). These

procedures should be consistent and bias free (i.e., free of self-interest in the decision
maker); consider the interests of all parties involved (i.e., what the relationships
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are between the parties; provide adequate notice before decisions are implemented); take
into account the process and decision control (i.e., whether it allows for input from others
in the decision-making process; what is the role of the decision-maker); use accurate
information; and follow moral and ethical standards (Leventhal, 1980; Cropanzano &
Greenberg, 1997). Here the employee is concerned about whether the decision process is
fair and whether the process used to determine the outcome is just.

Interactional justice. The social aspects of procedural justice also known as
interactional justice, involves the quality of interpersonal treatment received during the
enactment o f organizational procedures (Cropanzano & Greenberg, 1997). Greenberg
(1990a) suggests that interactional justice consists of two separate concepts, namely
informational and interpersonal justice. Informational justice provides justifications for
the use of a certain procedure and outcomes. Interpersonal justice reflects the socially
sensitive way of interacting with an individual in the decision-making process. In other
words, interactional justice is concerned with how the information was communicated
and whether employees were treated with dignity and respect (Cropanzano & Greenberg,
1997).

The Fairness Heuristic. According to Lind et al. (1993, p. 224), justice judgments
affect attitudes, behaviors, and decisions and they also play important role in how
employees respond to organizational outcomes and organizational procedures, and
processes. For example, workers’ attitudes about their organization, employee theft, and
job performance may be affected by evaluations of the fairness of organizational
procedures and payment distribution. Similarly, workers’ behavior may be affected by

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

139

the perceived fairness of layoff procedures (i.e., victims may want to sue the employer).
Or workers may decide to accept task assignments based on procedural fairness
evaluation first. These and similar findings have promoted theorists to suggest that justice
considerations are “a ubiquitous feature of social decision-making” (Lind et al., 1993, p.
224). In other words, justice judgments affect attitudes, behaviors, and decisions across a
wide variety of social contexts.
According to the “group-value” model of procedural justice model, developed by
Lind and Tyler (1988), perceptions of procedural fairness, which entails fair treatment
and use of fair procedures, provides information about group membership. First, fair
treatment received from organizational authorities indicates that the individual is a
respected and valued member of the group. Second, the use of fair decision-making
procedures enhances one’s feelings of pride as members of a group because fair
procedures will ensure that, members’ interests will be protected and advanced through
group membership. Thus, Lind and Tyler have positing the existence of fairness heuristic,
which serves as “a decision heuristic” (Lind et al., 1993, p. 225). For example,
perceptions of fairness will be used to decide whether to accept the authority’s decision
or reject it. Lind et al. (1993) hypothesized that positive procedural fairness judgments
will increase the likelihood of acceptance of an authority’s decision and that favorable
impressions of process and outcomes will increase the likelihood of acceptance of an
authority’s decision. These hypotheses were strongly supported in their study and
provided evidence of the use of fairness heuristic (Lind et al., 1993).
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Implications of Organizational Justice Theory and Fairness Heuristic

In the context of this study, it means the employees who perceive their
organization to be ethical, in terms of caring and principled ethical climates are also
likely to perceive their organization as fair to them. Such fairness perceptions are likely
to affect positively employees’ job and organizational attitudes, and behavioral intentions
as suggested by Lind et al. (1993).
Organizations that develop principled ethical climates, for example, stress
‘consistency’ in following rules, procedures, and laws and codes, and have internalized
professional norms and values (Cullen, Parboteeah, & Victor, 2003). Such ‘consistency’
in fair procedures creates a sense of uniformity to the process. Moreover, a principled
climate is more prone to the assumption that decisions are made in a ‘neutral’ and
‘unbiased’ manner because the organizational decision-maker attends to aspects of the
procedure. For example, policies and supervisory direction may help eliminate ambiguity
on the job related to handling ethical situations (Schwepker, 2001). Generally, employees
are more willing to accept decisions that result from fair policies procedures and to
cooperate with authority figures (Greenberg, 1990a; Lind et al., 1993). Since fairness of
procedures of the organization concerning job assignments, pay, promotion, placement
into work groups, assignment to a supervisor, provision of resources and equipment, and
training opportunities, may all contribute to employees’ overall job satisfaction; a
principled climate may have a significant impact on employee’s job satisfaction.
Schwepker (2001) found that rules (i.e., codes, policies, reprimands) creating an ethical
climate were positively related to job satisfaction.
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Since procedural justice has particularly strong impacts on attitudes (e.g.,
organizational commitment, trust in management) about institutions or authorities
(Greenberg, 1990a), it is expected that a principled climate will also enhance
organizational commitment. Konovsky and Folger (1989) found that fair procedures used
in determining pay raises made a unique contribution to organizational commitment.
McFarlin and Sweeney (1992) also supported the relationship between perceptions of
fairness and affective commitment, and specifically, the role of procedural and
interactional justice fairness to organizational commitment. Schwepker (2001) found that
the degree o f enforcement of rules-based ethical climate was positively associated with
commitment for professional sales people.
Furthermore, the use of fair procedures communicate to employees that they are
valued and cared for by their organization. Shore and Shore (1995) argued that repeated
instances of fairness in decisions concerning resource distribution should have a strong
cumulative effect on POS by indicating a concern for employees’ welfare. It has been
empirically demonstrated that a sense of procedural justice contributes toward the
formation of POS (e.g., Rhoades, Eisenberger, & Armeli, 2001; Rhoades & Eisenberger,
2002). Such psychologically rewarding feelings experienced by employees may stimulate
them to reciprocate by AC. Rhoades, Eisenberger and Armeli (2001) found that POS
mediated the relationships between procedural justice and affective commitment, thus,
showing that procedural justice was related to both POS and AC.
In summary, principled climates may foster fair procedures and outcomes and
thus, are critical determinants of employees’ attitudes and behavioral intentions.
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Rhoades, Eisenberger and Armeli (2001) argue that generous rewards, just
procedures for making decisions that affect employees and benevolent treatment by
supervisors are discretionary actions that should increase POS. The procedural and
interactional justice theories predict that individuals will be more satisfied with the
procedure as well the outcome even when outcomes are unfavorable when they are given
the opportunity to participate in the decision-making process, enjoy autonomy, and voice
their opinions (Leventhal, 1980). In addition, procedural and interactional justice fairness
may be used as the basis by which people establish relationship with their employers,
enhancing their loyalty to the organization (Greenberg, 1990a; Lind et al., 1993).
Thus, having the opportunity to express one’s opinions, receiving accurate and
transparent information, and being treated with dignity and respect in the administration
of policy create the strong impression that the organization values employees’
contributions and cares about their well-being (Rhoades & Eisenberger, 2002). Because a
general benevolent climate is synonymous with general caring for the well-being of their
employees, it can make employees feel a higher level of POS which is reciprocated with
AC (Cullen, Parboteeah, & Victor, 2003). Thus, a benevolent climate can enhance both
POS and AC. Moreover, it may also reduce undesirable turnover intention and turnover
via greater organizational commitment. Benevolent climate should also contribute to
overall job satisfaction by signaling the availability of help when needed and meeting
socio-emotional needs of employees.
In summary, fairness is essential to employee’s overall quality of life within an
organization and necessary to promote a healthy work environment (Lind et al., 1993).
Employees who perceive a favorable ethical climate in their organization will also have
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more favorable perceptions of fair outcomes, procedures, and interactions. Such
perceptions of fairness and equity are expected to influence higher level of job
satisfaction, organizational commitment, and POS, and lower levels of turnover intention.

Dissonance Theory

Dissonance theory has spawned well over 1000 studies, making it one of the most
important and fecund theories in social psychology (Cooper & Fazio, 1984). According
to Festinger (1957), dissonance and consonance are relations among cognitions that is,
among opinions, beliefs, knowledge of the environment, and knowledge of one’s own
actions and feelings. More formally, if x and y are cognition, then they are in a consonant
state if x implies y or if x contributes to y (Ai'meur, 1998). They are in a dissonant state if
x contradicts y (Ai'meur, 1998). Cognitive dissonance describes a state of inconsistency
between an individual’s perception of what has been previously perceived and learned
and new information (Festinger, 1957). For example, a cigarette smoker who believes
that smoking is bad for his or her health has an opinion that is dissonant with the
knowledge that he is continuing to smoke. He or she may have many other opinions,
beliefs, or items of knowledge that are consonant with continuing to smoke but the
dissonance nevertheless exists too. This process is illustrated in Figure 3.2.
Festinger predicts that dissonance produces ‘psychological discomfort’ and
pressures arise to reduce or eliminate the dissonance. The degree of dissonance will vary
with the importance of beliefs/attitudes and with the degree of inconsistency between the
behavior and belief.
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Figure 3.2 Steps in the Cognitive-dissonance Process (Ai'meur, 1998, p. 225).

A central tenet of the theory is that the more psychological discomfort exists, the
more a person will be motivated to change something to make things comfortable
(Festinger, 1957). According to Festinger (1957), attempts to reduce dissonance may take
any or all of three forms: (a) the person may try to change one or more of the beliefs,
opinions, or behaviors involved in the dissonance; (b) to acquire new information or
beliefs that will increase the existing consonance and thus, cause the total dissonance to
be reduced; or (c) to forget or reduce the importance of those cognitions that are in a
dissonant relationship (i.e., explain or rationalize the inconsistency).

Implications of Dissonance Theory

Some of the factors that may influence which of the above three choices tend to
be made include (a) individual personalities, (b) aspects of the situation (e.g., the degree
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o f control a person thinks he or she has over the situation; the magnitude of the rewards
involved), and (c) the intensity of dissonance (Festigner, 1957; Schermerhom, Hunt &
Osbom, 2004; Adams, 1963).
Festigner (1957) points out that the amount of tolerance a person has for
dissonance varies with individuals. Some people have high levels of tolerance for
dissonance and have no problem seeing minor amounts of dissonance. Other people have
very low levels of tolerance for dissonance and may become greatly distressed by even
low levels of dissonance. Similarly, Adams (1963) argues that the perception of inequity
will cause cognitive dissonance and create tension within the individual, who will then
seek restoration of equity. However, the amount of restoration is dependent upon
individual differences in tolerance of inequity; and the strength of the motivation to
restore equity is proportional to the amount of tension experienced.
Some employees may have high moral principles and believe that ethical behavior
in the organization is important, but they may not behave ethically when employees
perceives little management support for ethical behavior and work in a climate that
advances the organization’s interests above all else (Koh & Boo, 2001; 2004). Instead, an
employee might choose the rationalization option. Similarly, if rewards are high enough,
they may reduce an employee’s feelings of inconsistency: If I am rewarded enough even
though I do not behave ethically, lack of ethical behavior may not be so bad after all.
Other employees may have stronger desire for consistency between their ethical
value system and the ethical climate of their organization (Schwepker, 1999; Koh & Boo,
2001; 2004). Continuous dissonance may result if these employees perceive unfavorable
ethical climate (i.e., instrumental climate) in their organization because such climate will
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require employees to compromise their ethical values in order to achieve organizational
interests (Koh & Boo, 2001; 2004). Research suggests that ethical incongruence between
employees and their organization may result in distress, job dissatisfaction, and
eventually desire to leave the organization, among other things (Koh & Boo, 2001; 2004;
Schwepker, 1999; Deshpande, 1996). Moreover, argued from the justice theory
perspective, employees may feel that fundamental values and their personal rights have
been violated (Koh & Boo, 2004).
On the other hand, if ethical climate dimensions promote decision-making based
on high-regard for all persons affected by organizational (workgroup) decisions, policies,
and practices, then one would expect the behavior of workgroup members to be more
ethical (Wimbush, Shepard, & Markham, 1997). Thus, employees’ attitudinal and
behavioral intentions and outcomes would be expected to be promoted only by caring,
law and code, independence, and rules ethical climate dimensions because they would be
based upon principles of deontology and utilitarianism (Wimbush, Shepard, & Markham,
1997). In such climates, it is expected that employees have achieved a match between
their current ethical climate and their expressed preferences and thus, will be more likely
to experience a higher degree of positive attitudes. This notion is consistent with the
findings o f Trevino, Butterfield, and McCabe (1998) and Koh and Boo (2001; 2004) that
ethical climate influences organizational commitment and job satisfaction.
Eisenberger et al. (2004, p. 219) suggest that in many organizations, the POS of
regular employees is not particularly high, and may not be higher than for contingent
employees. Since regular employees may expect more from the organization than
contingent employees (Eisenberger et al., 2004), it is likely that they may be more prone
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to experience psychological discomfort (Festigner, 1957). According to PCT, regular
employees believe that the organization is obliged to provide favorable levels of
resources of various kinds to employees. To the extent that these resources are not
afforded, employees would believe that their reciprocal exchange relationship with the
organization had been violated (Eisenberger et al., 2004). Such contract violation may
reduce POS (Aselage & Eisenberger, 2003). It is expected the benevolent and principled
climates would enhance employees’ POS since such climates emphasize fair treatment,
care, and organization’s fulfillment of its obligations to all employees.

Symbolic Interaction Theory

The symbolic interaction theoretical perspective was found by the sociologist
Herbert Blumer (1969) and was essentially concerned with the process of meaning
formulation during interaction between individuals. It has three major premises (as cited
by Kelly & Dorsch, 1991, p. 57). First, individuals respond to events in a manner
consistent with the meanings the events have for them (e.g., the receipt of rewards).
Second, the meanings assigned to events by individuals are based on social interaction
(e.g., management’s interaction with staff nurses and other members of the organization).
Third, the meanings assigned to events are handled in and modified through an
interpretive process used by individuals as they encounter the events (e.g., nursing
personnel interpret rewards and treatment in the context of their organizational
surrounding and their salient attitudes/feelings). The essence of symbolic interactionism
thus rests upon the idea that human action is based on an individual’s
definition/interpretation of the situation, which confronts him or her, and that the
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individual’s resultant action is necessarily situated within that social and interactive
context (Blumer, 1969).
Epistemologically, then, the symbolic interactionist approach reflects the
interpretive tradition where social reality is viewed as emergent, subjectively created and
objectified (i.e., socially constructed in a way that makes it seem objective) through
human interaction (Hatch, 1997). Ontologically, symbolic interactionism posits that
unique social realities are constructed when human actors interact. As such, symbolic
interactionists view the human being as active and capable of interpreting the symbolic
actions o f others (Hatch, 1997). For instance, Weick argues that the environment of the
organization is constructed from the activities of collecting and analyzing information
about the environment and from decisions taken on the basis of analysis which lead to
various activities, including further construction of the environment (Hatch, 1997, p. 42).

Implications of Symbolic Interaction Theory

Symbolic interactionism, by focusing on localized meanings, serves as a valuable
perspective to study cognitive constructs. For example, this perspective allows
researchers to examine, among other things, the individual’s perceptions and
interpretations o f distinct ethical climates (Kelly & Dorsch, 1991), performance appraisal
approaches and compensation/reward schemes (Reichers, 1987). In this manner, the
perspective allows researchers to enter the cognitive worlds of participants, explaining
what different symbols mean to them, and how such individual symbolic meanings can
influence their interaction with other people and objects (Prasad, 1993).
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According to the symbolic interactionist perspective, climates emerge from the
interactions that members o f an organization have with each other during the
socialization process and the interpretative meanings assigned to those interactions by
individuals (Kelly & Dorsch, 1991; Reichers, 1987). People adapt to their environment
by learning the appropriate behavior through climate perceptions, especially in early
socialization (Victor & Cullen, 1987). The continued seeking of information helps to
reduce new employees’ uncertainty concerning the organization’s norms, values, and
favorable or unfavorable orientation toward its employees (Eisenberger et al., 2004). New
employees, for example, would elicit the knowledgeable views of veteran employees
concerning the climate and organizational support and begin to judge the organization’s
benevolence or malevolence through observations of the treatment of others and
themselves (Eisenberger et al., 2004). Climate perceptions also produce behavioral
outcomes by informing individuals that specific types of behaviors will lead to
achievement of individual and organizational goals (Victor & Cullen, 1987).
As an individual successfully passes through the stages of socialization, it is
expected that higher levels of organizational commitment, job satisfaction and perceived
organizational support are achieved (Kelley & Dorsch, 1991; Eisenberger et al., 2004).
However, Kelley & Dorsch (1991) suggest that the five ethical climates can be expected
to be differentially related to the latter outcomes.
An instrumental ethical climate symbolizes norms and expectations that
encourage ethical decision-making from an egoistic perspective (Martin & Cullen, 2006).
Thus, actors in the organization may interpret organizational behavior to be guided by
self-interest or by the interests of the organization. Studies have shown that this type of
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climate was the least preferred by organizational members (e.g., Cullen, Parboteeah, &
Victor, 2003; Martin & Cullen, 2006) and was negatively related to employees’ job
satisfaction (e.g., Victor & Cullen, 1988) and organizational commitment (e.g., Kelly &
Dorsch, 1991).
On the other hand, because commitment is generally characterized by a strong
belief in and acceptance of the organization’s values, it is expected that a benevolent
ethical climate, which symbolizes and is interpreted by organizational members as an
overarching concern for the well-being of others, will be positively related to
organizational commitment and POS. Studies (e.g., Cullen, Parboteeah, & Victor, 2003;
Kelly & Dorsch, 1991) found a positive relationship between caring climate and
organizational commitment. Caring climate was also positively related to employees’ job
satisfaction (Victor & Cullen, 1988) and especially satisfaction with pay and supervision
(Joseph & Deshpande, 1997). Moreover, employees may feel higher level of POS, job
satisfaction, and organizational commitment, when concern for and consideration of
others is also perceived to be supported by the policies, practices, and strategies of the
organization by its actors (Martin & Cullen, 2006).
Similarly, in decision-making situations with a rules-based ethical climate, actors
in the organization interpret organizational decisions to be guided by pervasive set of
local rules or standards such as code of conduct of their organization (or subunits).
Consistency in the application of rules and procedures can be interpreted as a more
pleasant environment in which to work because it may foster ethical values such as
fairness, transparency, honesty and trust (Schwepker, 2001), and thus, influence actors’
perceptions o f support received from the organization. Rules climate was positively
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associated with both job satisfaction and organizational commitment (e.g., Schwepker,
2001 ).

The law and code ethical climate symbolizes strict adherence to the codes and
regulations of the profession or government (Wimbush, Shepard, & Markham, 1997).
When organizations develop such a climate they are more likely to be congruent with
internalized professional norms and values, which should lead to greater organizational
commitment and perceived organizational support (Cullen, Parboteeah, & Victor, 2003).
Finally, individuals interpret the independence ethical climate as one in which
decisions are made through careful consideration and are based on personal morality. As
such, this climate is likely to encourage or discourage organizational attachment
depending on the extent employees believe decisions should emphasize personal moral
beliefs with minimal regard to external forces (Martin & Cullen, 2006).
In summary, symbolic interactionism is the process of verbal and social
interaction through which meaning and identity arise (Reichers, 1987). The symbolic
power of ethical climates and the meanings they represent depend upon the
interpretations that members of the culture give to them and imply that researchers need
to understand why some symbols are granted greater importance than others (Prasad,
1993). As employees become more confident in their opinions concerning the
predominant climate and the regard in which they are held by the organization, favorable
or unfavorable treatment of greater magnitude may be required to alter climate
perceptions and POS measurably (Eisenberger et al., 2004). For example, sudden changes
in treatment having high symbolic or tangible importance would greatly influence climate
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perceptions and POS (Eisenberger et al., 2004). Examples would include unexpected
promotions, demotions, or layoffs (Eisenberger et al., 2004).

Social Exchange Theories

The rationale for expecting a relationship between an organization’s POS and its
members’ attitudinal and behavioral intentions outcomes will be drawn from two social
exchange approaches to the employee-employer relationship that emphasize the norm of
reciprocity: organizational support theory and psychological contract theory.

Organizational Support Theory

Organizational support theory (OST) (Eisenberger et al., 1986; Shore & Shore,
1995; Rhoades & Eisenberger, 2002; Eisenberger et al., 2004) holds that in order to meet
socio-emotional needs and to assess the benefits of increased work effort, employees
form a general perception concerning the extent to which the organization values their
contributions and cares about their well-being. Such POS would increase employees’ felt
obligation to help the organization reach its objectives, their affective commitment to the
organization, and their expectation that improved performance would be rewarded
(Eisenberger et al., 2004). Behavioral outcomes of POS would include increases in in
role and extrarole performance and decreases in withdrawal behaviors such as
absenteeism and turnover (Eisenberger et al., 2004).
OST assumes that the development of POS is fostered by employees’
personification o f the organization (Eisenberger et al., 1986). This personification of the
organization, suggested by Levinson, is abetted by the organization’s legal, moral, and
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financial responsibility for the actions of its agents; by rules, norms, and policies that
provide continuity and prescribe role behaviors; and by the power the organization exerts
over individual employees (Eisenberger et al., 2004, p. 207). OST maintains that
employees use attributional processes similar to those used in interpersonal relationships
to infer their valuation by the organization (Eisenberger et al., 2004). However, an
employee would infer higher regard from favorable treatment if the treatment appeared
discretionary rather than the result of such external constraints as government regulations,
union contracts, or competitive wages paid by alternative employers (Eisenberger et al.,
1986; Shore & Shore, 1995). This suggests that discretionary treatment will enhance
POS. Correspondingly, unfavorable treatment that is perceived to be beyond the
organization’s control (e.g., lower annual pay raises due to weak economic conditions)
will have a less negative effect on POS (Eisenberger et al., 2004).

Psychological Contract Theory

Psychological contract theory maintains that employees develop a set of perceived
mutual obligations between themselves and their work organizations, called a
psychological contract (Aselage & Eisenberger, 2003; Eisenberger et al., 2004). Based on
the norm o f reciprocity, PCT theory holds that the strength of employees’ obligations to
the organization and their willingness to fulfill them depend on employees’ belief that the
organization has fulfilled its obligations to them (e.g., as promised, the organization has
provided prospective employees substantial fixture pay raises or frequent promotions).
(Eisenberger et al., 2004). Consistent with this view, employees’ beliefs, that the
organization has failed to fulfill its contractual obligations to them, are associated with
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decreased self-reported extra-role behaviors and increased turnover rates (Eisenberger et
al., 2004).
As social exchange approaches, OST and PCT are similar in several major
respects. The favorableness of the promises included in the psychological contract might
play a role in the development of POS (Aselage & Eisenberger, 2003). Employees who
believe their organization has promised them numerous valued resources, such as training
opportunities and job security, would be expected to have higher levels of POS than
would employees who believe their organization has promised little to them. However,
perceptions of promised highly favorable treatments might only influence POS when
employees trust that the organization will deliver on its promises (Guzzo, Noonan &
Elron, 1994).
Eisenberger et al. (2004) suggest that increased POS tends to produce a positivity
bias in employees’ evaluation of whether the organization has fulfilled the terms of the
psychological contract. Employees with high POS may be less likely to monitor the
organization for contract breaches and therefore, observe them less frequently
(Eisenberger et al., 2004). Similarly, employees with high POS might be more likely to
accept the organization’s position that the elimination of promised salary increases
resulted because of hard economic times rather than a lessening concern with the
employees’ welfare. As such, employees with high POS would be more accepting of
rationales given by the organization and so would be inclined to adapt to organizationinitiated changes to the psychological contract (Aselage & Eisenberger, 2003). By
boosting self-esteem and assuring employees that aid is available when needed, POS
might also reduce the psychological strain experienced by employees when the
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organization proposes fundamental changes to the psychological contract during
organizational change (Aselage & Eisenberger, 2003).

Implications of Social Exchange Theories

OST holds that POS would create a felt obligation to care about the organization’s
welfare and help the organization reach its objectives (Rhoades, Eisenberger, & Armeli,
2001). POS also fosters AC by meeting employees’ socio-emotional needs, such as the
needs for esteem, approval, affiliation, and emotional support (Eisenberger et al., 1986;
Eisenberger et al., 2004; Rhoades, Eisenberger, & Armeli, 2001). The fulfillment of these
needs should facilitate the incorporation of employees’ organizational membership and
role status into their social identity, thereby creating a strong emotional attachment to the
organization (Eisenberger et al., 2004).
Meyer and Allen (1991) suggest that AC develops as the result of experiences that
satisfy employees’ need to feel physically and psychologically comfortable in the
organization. These experiences include those that lead to a perception of support from
the organization. From a social exchange perspective, it can be argued that employees
who perceive a high level of support from the organization are more likely to feel an
obligation to repay the organization in terms of AC (Eisenberger et al., 1986; Shore &
Wayne, 1993; Rhoades, Eisenberger, & Armeli, 2001; Mowday et al., 1982). Thus, POS
is likely to lead to reciprocation in the form of organizational commitment from the
employees. Additionally, Shore and Tetrick (1991) suggested that POS might reduce
feelings of entrapment (i.e., continuance commitment) that occur when employees are
forced to stay with an organization because of the high costs of leaving.
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Numerous studies have found that POS and AC were strongly associated yet
empirically distinct (e.g., Rhoades, Eisenberger, & Armeli, 2001; Guzzo, Noonan, &
Elron, 1994; Shore & Wayne, 1993; Eisenberger, Fasolo, & Davis-LaMastro, 1990) and
that POS leads to AC (e.g., Rhoades, Eisenberger, & Armeli, 2001). Also, the obligation
that arises because employees feel the need to reciprocate the support they receive should
also lead to AC to the organization (Rhoades et al., 2004). Thus, Eisenberger et al. (2001)
found that felt obligation mediated the relationship between POS and AC. In addition,
they found that POS fostered positive mood that, in turn, increased AC. The latter finding
supported Meyer and Allen’s (1991) argument that work experiences contributing to
employee comfort and perceived competence should enhance emotional attachment.
Positive mood differs conceptually from job satisfaction in that it involves a
general emotional state without a specific object (Rhoades & Eisenberger, 2002). In
contrast, job satisfaction refers to employees’ overall affective attitude toward their job
(Rhoades & Eisenberger, 2002). Based on OST, POS should contribute to overall job
satisfaction by meeting socio-emotional needs, recognizing and rewarding increased
performance and providing assurance that aid will be available when needed. In turn,
satisfied employees will exhibit greater efforts to help the organization meet its goals.
Furthermore, Schein (1980) believed that psychological contracts act as powerful
determinants of organizational behavior. Indeed, PCT emphasizes the role of the
perceived failure of the organization to keep its promises as a key determinant of
employees’ dissatisfaction and poor performance (Aselage & Eisenberger, 2003, p. 492).
In summary, OST and PCT address the psychological processes underlying
consequences to POS. These processes were found to have favorable outcomes both for
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employees (e.g., increased job satisfaction and heightened positive mood) and for the
organization (e.g., increased AC and performance, reduced turnover) (Rhoades &
Eisenberger, 2002).

Hypotheses Development

Ethical Climates by Facility and Organizational Groups

Victor and Cullen (1988) suggested that climates could be sufficiently strong and
identifiable among organizations. Using factor analysis, they found five ethical climate
dimensions: caring, rules, law and code, independence and instrumental. Extensive
research has confirmed the validity of the five ethical climates (Martin & Cullen, 2006).
Victor and Cullen (1987; 1988) also argued that many ethical climates may operate
simultaneously in organizations and that they are multidetermined by societal norms,
organizational form, and organization-specific factors. For example, the researchers were
able to show that the traditionally bureaucratic organizations-a savings and loan
company, telephone company, and manufacturing plant-had predominantly rules and law
and code dimensions of ethical climate. A printing shop, clan-like in nature, fostered
caring and independence climates. They also hypothesized that organizations with a
market form of economic governance would develop an instrumental climate (Wimbush,
Shepard, & Markham, 1997). Distinct ethical climates were also identified in studies that
considered variation in the context of different sectors (e.g., Brower & Shrader, 2000;
Wittmer & Coursey, 1996; Rasmussen, Malloy, & Agarwal, 2006; Agarwal & Malloy,
1999; Erakovich & Wyman, 2002). Therefore, it was hypothesized that:
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Hi: There is an overall difference in licensed nurses’ perceptions of ethical
climates by facility ownership type.
Victor and Cullen (1988, p. 122) further argued it was very unlikely that
organizations have homogenous climates across subunits, jobs, and tenure levels. Victor
and Cullen (1988) found statistically significant differences of ethical climate perceptions
by organizationally defined groups within organizations (i.e., job level, tenure, location).
Other researchers (e.g., Wimbush, Shepard, & Markham, 1997; Weber, 1995; Weber &
Seger, 2002) found that different ethical climates might exist throughout the organization,
especially if the organization was comprised of a number of units with distinct
operational functions, and that ethical subclimates might provide a more accurate way to
evaluate the climate of an organization. In addition, the predominant dimension of ethical
climate in an organization might be located in particular workgroups but actually not
shared throughout the organization (Wimbush, Shepard, & Markham, 1997, p. 69).
Therefore, it was hypothesized that:

H2: There is an overall difference in licensed nurses’ perceptions of ethical
climates by job title.

H3'. There is an overall difference in licensed nurses’ perceptions of ethical
climates by job position.

H4: There is an overall difference in licensed nurses’ perceptions of ethical
climates by years in the facility.

Model Hypothesis Testing

Based on the theoretical framework, specific hypotheses were developed to test
the relationships (a) among the independent variables (ethical climate dimensions and
perceived organizational support), (b) among independent variables (ethical climate
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dimensions and perceived organizational support) and mediator variables (job satisfaction
and organizational commitment), (c) among the independent variables (ethical climate
dimensions and perceived organizational support) and the dependent variable (turnover
intention), (d) among the mediator variables (job satisfaction and organizational
commitment) and the dependent variable (turnover intention), and (e) among the control
variables and independent, mediator and dependent variables. Figure 3.3 provides a
summary o f the hypothesized directions of these relationships followed by a discussion of
each hypothesis.

Control Variables

Several control variables (i.e., job title, gender, age group, job position, years in
the facility, facility ownership type, facility size, opportunity, and over-claiming),
commonly identified as correlates or antecedents in previous research on ethical climates
(Cullen, Parboteeah, & Victor, 2003), POS (e.g., Rhoades & Eisenberger, 2002), and
turnover (e.g., Mobley et al., 1979) will be included as antecedents in each of the
regression equations and also as covariates in mediation analysis. The following
hypothesis will be tested.

H5: The control variables (job title, gender, age group, job position, years in
the facility, facility ownership type, facility size, opportunity, over
claiming) are related to perceived organizational support, job
satisfaction, organizational commitment, and turnover intention.
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Ethical Climate Dimensions and Turnover Intention
There is limited research on the relationship between ethical climates and
turnover intention. Based on organizational justice theories, dissonance theory, and
symbolic interaction theory, it is expected that individuals who desired an ethical climate
would be less likely to leave an organization where the climate was perceived as
benevolent or principled. This was found to be true in a study in which working students,
who expressed a desire for an ethical climate and felt they were employed in such an
environment, indicated that they were less likely to leave (Sims & Keon, 1997).
Schwepker (2001) did not provide support for the hypothesis of negative relationship
between an organization’s ethical climate (rules dimension) and turnover intention. This
study hypothesizes a positive relationship to occur between an instrumental climate and
TOI and negative relationships to occur among principled climates (i.e., independence,
rules, and professionalism) and the benevolent climate (i.e., caring), and TOI. The
following hypotheses will be tested:

Hs’. Caring climate is negatively related to turnover intention.
H7'. Professionalism climate is negatively related to turnover intention.
H&: Rules climate is negatively related to turnover intention.
H9: Independence climate is negatively related to turnover intention.
H10’ Instrumental climate is positively related to turnover intention.
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Ethical Climate Dimensions and POS

Because a general benevolent climate is synonymous with general caring for
the well-being of employees, it can make employees feel a higher level of POS (Cullen,
Parboteeah, & Victor, 2003). As suggested by OST, such climate is likely to enhance
POS, which employees reciprocate in terms of higher levels of AC. Therefore, a positive
relationship is expected between the caring climate and POS. Hence:

Hu: Caring climate is positively related to perceived organizational support.
Principled climates (i.e., rules, professionalism, and independence) may be a more
pleasant environment to work in because they may foster ethical values such as honesty
and trust and thus, increase job satisfaction (Schwepker, 2001). Rhoades and Eisenberger
(2002) found that fairness had the strongest positive relationship with POS. Considering
the procedural justice component of fairness, voice and interactional justice had large and
approximately equal relationships with POS. Having an opportunity to have one’s
opinions heard and being treated with dignity and respect in the administration of policy
created strong impression that the organization cared about its employees (Rhoades &
Eisenberger, 2002). Vardi (2001) found that systems that were perceived by employees as
equitable were less conducive to behaviors that might reflect resentment or protest. For
examples, perceptions of the reward system as fair influenced the perception of the
reward climate as more positive (Vardi, 2001). Hence, positive relationships are expected
between principled climates and POS.

Hu’. Professionalism climate is positively related to perceived organizational
support.

Hn‘. Rules climate is positively related to perceived organizational support.
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Hj4". Independence climate is positively related to perceived organizational
support.
In an egoistic ethical climate, norms encouraging a focus on personal gains and
the individual’s self-interest become the expected primary source of moral reasoning
when a decision has to be made (Victor & Cullen, 1987,1988). The expectation is that
individuals do not care about needs and interests of others as well as their well-being and
personal growth (Victor & Cullen, 1988). Under such conditions, it seems unlikely that
employees would experience a high level of organizational support (Eiseberger et al.,
1986). Therefore, it is hypothesized that:

His: Instrumental climate is negatively related to perceived organizational
support.

Ethical Climates and Job Satisfaction

Following Lind et al.’s (1993) fairness heuristic, employees who perceive their
organizations to be highly supportive and caring, as exemplified by a benevolent ethical
climate, are also likely to perceive their organizations as fair to them. This in turn, is
likely to influence employee job satisfaction. Deshpande (1997) found that nurses who
believed their hospital had a caring climate were more satisfied only with two facets of
job satisfaction (pay and supervisors). Koh & Boo (2001; 2004) found that benevolent
climate was not significantly correlated with job satisfaction. Based on organizational
justice theory, dissonance theory and symbolic interaction theory, this study expects to
find a positive relationship between caring climate and job satisfaction. Hence:

Hu'. Caring climate is positively related to job satisfaction.
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Policies and supervisory direction may help eliminate ambiguity on the job
related to handling ethical situations (Schwepker, 2001). As a result, greater satisfaction
may arise because the principled climate eliminates these ambiguities. Joseph and
Deshpande (1997) found that professionalism was the most reported climate by nurses.
Hospital administrators reinforced and supported this climate by a code of ethics and
company policies that ensured that employees complied with legal and professional
standards. But professionalism did not impact any facets of job satisfaction of nurses in
their study. However, results o f this study implied that hospital administrators could
positively influence job satisfaction of nurses by nurturing a rules-based climate.
Therefore, a positive relationship is expected between principled climates and job
satisfaction and the following hypotheses are proposed:

Hu’. Professionalism climate is positively related to job satisfaction.
Hu'. Rules climate is positively related to job satisfaction.
H19: Independence climate is positively related to job satisfaction.
Victor and Cullen (1988) found that the instrumental dimension was
negatively related to employee job satisfaction with or acceptance (Victor & Cullen,
1988). Furthermore, for employees who generally find personal satisfaction in behaving
ethically, a conflict will arise if the norms within the organization require employees to
compromise their ethical values in order to achieve organizational goals (Koh & Boo,
2001). A conflict between ethical values of the employee and the organization’s ethical
climate will possibly lead to a lower level of job satisfaction. Argued from the cognitivedissonance theory, employees who find themselves in an organization that promotes the
organization’s interest at the expense o f other considerations including employees’
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interests and ethical values, will feel that fundamental values and their personal rights
have been violated (Koh & Boo, 2001). Joseph and Deshpande (1997) found that an
instrumental climate had no impact on any facet of job satisfaction of nurses. Based on
previous research, this study hypothesizes a negative relationship between instrumental
climate and job satisfaction. Hence:

H20: Instrumental climate is negatively related to job satisfaction.
Ethical Climates and Organizational Commitment

Benevolence is based on concern and well-being of others within and outside the
organization (Victor & Cullen, 1987; 1988). The decision-maker seeks the alternative
that maximizes joint interests even if it means a lesser satisfaction of individual needs
(Victor & Cullen, 1987; 1988). A person receiving a benevolent climate is most likely to
make those decisions that provide the greatest good for the greatest number of people
involved in the decision (Cullen, Parboteeah, & Victor, 2003). Research found that a
benevolent climate was positively related to organizational commitment (Cullen,
Parboteeah, & Victor, 2003; Kelley & Dorsh, 1996; Koh & Boo, 2004).
According to symbolic interaction theory, a benevolent climate is likely to
produce greater cohesiveness among the organizational members. Several researchers
have shown that individuals in cohesive groups are more directed to group tasks and also
more committed to attaining group goals (Mathieu & Zajac, 1990; Alexander et al., 1998;
Tai, Bame, & Robinson, 1998). In turn, these positive effects within cohesive groups may
spill over to the organization and lead to higher involvement in the organization (Welsch
& LaVan, 1981), the highest fulfillment o f personal needs (Maslow, 1954) and higher
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commitment (Mathieu & Zajac, 1990). Numerous studies also show that the greater the
social cohesion among workers, the less likely a nurse was to leave the organization
(Alexander et al., 1998; Tai, Bame, & Robinson, 1998; Boyle et al., 1999; Shader et al.,
2001). Therefore, it is hypothesized that:

H21: Caring climate is positively related to organizational commitment.
The ethical criterion of principle is associated with the application or
interpretation of rules, laws, and standards in the normative expectations in a social unit
(Victor & Cullen, 1988). When faced with an ethical dilemma, organizational or group
norms suggest that the decision-maker resort to decisions that are based on adherence to
rules and codes (Victor & Cullen, 1988). This, according to the organizational justice
theory and fairness heuristics, will influence positively employee fairness justice
judgments, which in turn, will affect their attitudes. In addition, Cullen, Parboteeah, and
Victor (2003) argue that a principled climate is particularly relevant to studies including
professionals such as licensed nurses. Professionals are expected to internalize
professional principles and give them priority over organizational norms. As such, it
seems likely that when organizations develop principled climates they are more likely to
be congruent with internalized professional norms and values, which should lead to
greater levels of organizational commitment. Commitment research has shown that
people are more likely to develop higher levels of commitment when they can identify
with the values and standards of the organization (Cullen, Parboteeah, & Victor, 2003).
Research by Schwepker (2001) also found that the degree of enforcement of a rulesbased climate (as aspect of the principled climate) was positively associated with
commitment for professional salespeople. Hence:
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H22' Professionalism climate is positively related to organizational
commitment.
H23’. Rules climate is positively related to organizational commitment.

H24'. Independence climate is positively related to organizational
commitment.
In an egoistic climate employees may feel that the organization is operating
outside acceptable ethical limits and not conforming to societal ethical expectations
(Cullen, Parboteeah, & Victor, 2003). As such, it is possible that many employees feel
less attached to organizations. Indeed, research has found that perceptions of egoistic
climates were negatively related to organizational commitment (Trevino, Butterfield, &
McCabe, 1988; Wimbush & Shepard, 1994; Cullen, Parboteeah, & Victor, 2003; Kelley
& Dorsch, 1996). Therefore, it is hypothesized that:

H25’ Instrumental climate is negatively related to organizational
commitment.

Perceived Organizational Support and Turnover Intention

Withdrawal behavior refers to employees’ lessening of active participation in the
organization. Many studies have established a strong negative relationship between POS
and turnover intention (e.g., Guzzo, Noonan, & Elron, 1994; Wayne, Shore, & Liden,
1997; Rhoades & Eisenberger, 2002). Hence:

H26'■Perceived organizational support is negatively related to turnover
intention.

Perceived Organizational Support and Job Satisfaction

POS has been hypothesized to influence employees’ general affective reactions to
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their job, including job satisfaction and positive mood (Rhoades & Eisenberger, 2002).
Job satisfaction refers to employees’ overall affective attitude toward the job (Curry et
al., 1986). According to social exchange theories, POS should contribute to overall job
satisfaction by meeting socio-emotional needs, increasing performance-reward
expectances, and signaling the availability of aid when needed (Rhoades & Eisenberger,
2002, p. 701). Eisenberger et al. (1997) found a positive relationship between POS and
job satisfaction. In a meta-analysis, Rhoades and Eisenberger (2002) found that the
relationships of all studies involving the constructs were in the moderate to large range in
the predicted direction for job satisfaction. Therefore, it is hypothesize that:

H27'. Perceived organizational support is positively related to job satisfaction.
Perceived Organizational Support and Organizational Commitment

On the basis of the reciprocity norm, POS should create a felt obligation to care
about the organization’s welfare (Eisenberger et al., 2001). The obligation to exchange
caring for caring should enhance employees’ affective commitment to the personified
organization (Rhoades & Eisenberger, 2002). POS should also increase affective
commitment by fulfilling such socio-emotional needs as affiliation and emotional support
(Eisenberger et al., 1986). Such need of fulfillment produces a strong sense of belonging
to the organization (Rhoades & Eisenberger, 2002). Several studies have found a positive
relationship between POS and affective OC (Eisenberger et al., 2001; Guzzo, Noonan, &
Elron, 1994; Cropanzano et al., 1997). In a meta-analysis of more than 70 studies,
Rhoades and Eisenberger (2002) found that POS and affective commitment were strongly
and positively related. Hence:
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H28' Perceived organizational support is positively related to organizational
commitment.

Job Satisfaction and Organizational Commitment and Turnover Intention

The theoretical underpinning of the present study is consistent with the thinking
of several researchers (Porter et al., 1974; Wiener & Vardi, 1980; Shore, Newton, &
Thornton III, 1990), who proposed that job and organizational attitudes produce different
work outcomes. Consistent with Fishbein and Ajen’s TRA, an employee may feel quite
positive on the job, but feel negatively toward the organization due to policies regarding
pay or promotion. These positive or negative feelings about jobs and organizations
should then contribute to more specific attitudes such as job satisfaction and
organizational commitment. That is feelings of liking or disliking your job (satisfaction)
can be distinguished from feelings of attachment to the job (commitment), though these
attitudes should be related since they have the same focus (Shore, Newton, & Thornton
III, 1990). Hence, it is hypothesized that:

H29: Job satisfaction and organizational commitment will contribute
independently to the explanation of intention to leave but reciprocal
influences may exist.

Job Satisfaction. Organizational Commitment and Turnover Intention

Turnover intention is conceptualized as a conscious willfulness to leave the organization
(Tett & Meyer, 1993) and described as a last step in the withdrawal process. Turnover
intention has also been shown to be one of, if not the strongest predictor of actual
turnover (e.g., Lee & Mowday, 1987; Michaels & Spector, 1982; O’Reilley & Caldwell,
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1981). Studies have consistently found a negative relationship between TOI and
commitment and satisfaction (e.g., Arnold & Feldman, 1982; Bluedom, 1982; Tett &
Meyer, 1993). The same directions of the relationships are expected in this research.
Hence:

H30: Job satisfaction is negatively related to turnover intention.
H31: Organizational commitment is negatively related to turnover intention.
The Relationship of Study Concepts to Turnover Intention

While the preceding hypotheses suggest that each of the study concepts
have individual influence on turnover intention, it is also hypothesized that each concept
will exhibit different strength when considered together. Hence:
H32'. There is a difference in influences of the control variables, independent

variables, and mediator variables on turnover intention.

The Mediating Effects of POS on the Relationship between Ethical Climates and
Turnover Intention

Previous research (e.g., Guzzo, Noonan, & Elron, 1994; Wayne, Shore & Liden,
1997) has assessed the relationship of POS to behavioral intentions. However, limited
support exists for the relationship between ethical climates and turnover intention. It is
hypothesized that individuals who perceived their EC to be manipulative and self-serving
will be more likely to leave their organization than if the climate is benevolent or
principled. It is expected that this relationship may also be indirect through the mediator
variable POS. It is hypothesized that:
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H33' Perceived organizational support mediates a negative relationship

between caring climate and turnover intention.
H34 : Perceived organizational support mediates a positive relationship

between instrumental climate and turnover intention.
H35 : Perceived organizational support mediates a negative relationship

between principled climate (i.e., professionalism, rules, independence)
and turnover intention.

The Mediating Effects of POS on the Relationship between Ethical Climates and
Organizational Commitment

Previous research has found that benevolent and principled climates were
positively related to OC, whereas an instrumental climate was negatively related.
However, little attention has been given to the mechanisms that may be responsible for
these associations. According to OST (Eisenberger et al., 1986; Shore & Shore, 1995),
POS is strengthened by repeated instances of concern for employees’ welfare as
exemplified by the caring and principled climates. However, the possible mediation of
the relationship between ethical climates and OC and JS by POS has not previously been
assessed. It is hypothesized that:

H36'. Perceived organizational support mediates a positive relationship
between caring climate and organizational commitment.
H37 : Perceived organizational support mediates a negative relationship

between instrumental climate and organizational commitment.

H38'. Perceived organizational support mediates a positive relationship
between principled climate (i.e., professionalism, rules, independence)
and organizational commitment.
H39: Perceived organizational support mediates a positive relationship

between caring climate and job satisfaction.
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Hm- Perceived organizational support mediates a negative relationship
between instrumental climate and job satisfaction.

Htf. Perceived organizational support mediates a positive relationship
between principled climate (i.e., professionalism, rules, independence)
and job satisfaction.

The Mediating Effects of Job Satisfaction and Organizational Commitment on the
Relationship between Ethical Climates and Turnover Intention

Several studies have examined the relationships among ethical climates and
overall job satisfaction, organizational commitment, and turnover intention (e.g., Joseph
& Deshpande, 1997; Koh & Boo, 2002; Trevino, Butterfield, & McCabe, 1988;
Wimbush & Shepard, 1994; Cullen, Parboteeah, & Victor, 2003; Kelley & Dorsch, 1996;
Schwepker, 2001). Therefore, it is expected that job satisfaction and organizational
commitment will mediate the relationship between ethical climates and TOI. In order to
determine whether these mediating effects exist, the following hypotheses are proposed:

H42'. Job satisfaction mediates a negative relationship between caring climate
and turnover intention.
H43: Job satisfaction mediates a positive relationship between instrumental

climate and turnover intention.
H44: Job satisfaction mediates a negative relationship between principled

climate (i.e., professionalism, rules, independence) and turnover
intention.
H45 : Organizational commitment mediates a negative relationship between

caring climate and turnover intention.

H46'. Organizational commitment mediates a positive relationship between
instrumental climate and turnover intention.
H47 : Organizational commitment mediates a negative relationship between

principled climate (i.e., professionalism, rules, independence) and
turnover intention.
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The Mediating Effects of Job Satisfaction on the Relationship between POS and
Turnover Intention

Insufficient consideration has been given as to why POS and organizational
commitment and job satisfaction are related to similar outcomes. POS has been found to
be associated with TOI (Guzzo et al., 1994; Wayne, Shore & Liden, 1997). On the basis
of OST, POS should decrease turnover intention partly via organizational commitment
and job satisfaction (Eisenberger et al., 1990). Thus, the resultant strengthening of the
employee’s emotional bond to the organization and job satisfaction would reduce
employee’s behavioral intention. Hence:

H48'. Job satisfaction mediates a negative relationship between perceived
organizational support and turnover intention.

H49: Organizational commitment mediates a negative relationship between
perceived organizational support and turnover intention.

Summary

Chapter III presented a theoretical framework of the impact of ethical climates
and POS on attitudinal and behavioral intentions outcomes. This chapter also developed
hypotheses representing the relationships pictured in the model (Figure 3.2) based on the
theoretical and empirical foundations of organizational justice, symbolic interaction,
cognitive dissonance, and social exchange theories. To support or reject these hypotheses,
each of the relationships must be empirically tested. Chapter IV outlines the research
design and methodology, which will be used to examine the relationships represented by
the model and the above hypotheses.
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CHAPTER IV

METHODOLOGY

Introduction

The previous chapter established a theoretical foundation for the hypothesized
relationships between the independent variables and turnover intention through job
satisfaction and organizational commitment. The purpose of this chapter is to address the
methodology used in this study. It describes the research design, population and sample,
measuring instruments, the methods of statistical analysis, and data collection procedures.
Outcomes of data collection procedures are reported last.

Research Design

A cross-sectional survey design was used in this study. Babbie (2001, p. 101)
defines a cross-sectional study “to involve observations of a sample, or cross section, of a
population or phenomenon that are made at one point in time”. A great deal of social
science research relies on cross-sectional surveys (Hair et al., 2006; Babbie, 2001).
The survey design also allows for collecting original data for describing a
population too large to be observed directly (Babbie, 2000). It is a quantitative method
that requires standardized information in order to define or describe variables or to study
the relationships between variables.
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Although a cross-sectional design can be economical in terms of time and cost, it
does not provide a way of accounting for the time sequence. And temporal sequence of
events is a requirement for establishing causation (Hair et al., 2006). Unless theory can be
used to establish a causal ordering and a rationale for the observed relationships, they
remain simple association and should not be attributed with any further causal power
(Hair et al., 2006). The theory approach for establishing causation was adopted in this
study.

Population and Sample

The target population for this study was limited to (1) all SNFs in one Midwestern
state that (a) had at least 50 beds, (b) were free standing, and (c) were Medicare certified
and/or Medicare/Medicaid certified, and (2) all the licensed nurses within those facilities
(a) who were either RN or LPN; (b) who were not a skilled nursing facility
Administrator, and (c) who were employed full-time (35 hours or more) on all shifts as of
August 2006. Each SNF was considered an organizational unit. Licensed nurses were
chosen as the subject population for this study because of their projected high percentage
of turnover and vacancy rates in the future, the critical nature of their position, and the
potential inability to replace them easily should they choose to leave the organization.
Since one of the goals for this study was whether distinguishable ethical climates
arise between different facilities, and/or within facilities, on the bases of organizationally
defined groups, the chosen target and subject populations also allowed aggregating
individual perceptions (psychological climate) into a meaningful measure of shared
perceptions (organizational climate). Organizational or group climate is the aggregated or
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typical way group members perceive the organization (James & Jones, 1974; Schneider,
1975). In keeping with Howe’s criteria for evidence of organizational climate, both
situation variables and joint person-situation variables were used for aggregation (Victor
& Cullen, 1988). The situation variables were the facilities, selected on a priori
distinctions between their sectors (private, government, and non-profit), and their
components (i.e., workgroup [RNs and LPNs] and job level). Researchers (e.g., Wittmer
& Coursey, 1996; VanSandt, 2001) have found evidence to suggest that individuals from
different sector organizations and different workgroups and job levels (Victor & Cullen,
1987; 1988) may perceive ethical climate differently. The joint-person situation variable
in this study was represented by the variable ‘years in the facility’.
Three hundred fifty nine (359) SNFs were identified from a list of all long-term
care facilities in the state (441), obtained from the appropriate state agency. Since the
state department agency had only data on the names and addresses of SNF
Administrators and Directors of Nursing, the investigator had to obtain contract
information on licensed nurses directly from SNF Administrators.
The final sample consisted of those SNFs, the facility administrators of which
agreed to participate by providing the investigator with a list of licensed nurses and all
licensed nurses within participating SNFs that agreed voluntarily to participate.

Instruments and Measures

Six pre-established instruments were utilized in the present study. Five of those
scales were used to measure the key variables included in study, namely, perceived
organizational support, job satisfaction, organizational commitment, turnover intention,
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and ethical climates. In addition, Randall and Femades’s (1991) Over-claiming Scale was
used to rule out any potential social desirability bias. A discussion of each instrument
follows next.

Measurement of Perceived Organizational Support

Based on Eisenberger et al. (1986, p. 51), perceived organizational support is
conceptualized as “a general perception of the extent to which the organization values
employees’ contributions and cares about their well-being,” and is measured using the
six-item scale adopted from Eisenberger et al. (2001) (e.g., “My organization strongly
considers my goals and values”, “Help is available from my organization when I have a
problem”, “My organization takes pride in my accomplishments”). The six statements
(see Appendix H) are measured using a five-point Likert-type scale (1 = strongly
disagree', 5 = strongly agree). The score is derived by the average of the items, after
reversing the negatively worded item “My organization shows little concern for me.”
Higher scores indicated greater perceived organizational support.
Rhoades and Eisenberger (2002) found that studies that utilized the six-item scale
calculated Chronbach alpha to be between 0.77 and 0.91 (see Table 4.1).
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Table 4.1
Summary of Measuring Instruments

Instrument
Name

Survey of
Perceived
Organizational
Support (SPOS)

Ethical Climate
Questionnaire
(ECQ)

Index of Job
Satisfaction
(IJS)

Instrument
Author and
Reliability

Operational Definition
Conceptual Definition
Subscales

Number
of Items

6-item scale
adopted from
Eiesenberger et al.
(2001)
a = 0.77 -0.91

A general perception of the
extent to which the
organization values their
contributions and cares about
their well-being

No

6 items

26-item scale
adopted from
Victor & Cullen
(1988)
a = 0.60 - 0.85

Perceptions of practices,
procedures, norms, values
that govern ethical decisions
in organizations.

Instrumental
Caring
Independence
Rules
Law and Code

8 items
8 items
4 items
4 items
4 items

No

6 items

6-item scale
adopted from
Curry et al. (1986)
a = 0.83 - 0.90

Affective job satisfaction
based on overall positive
emotional appraisal of the
job.

Measurement
5-point Likert
Scale
1 = strongly
disagree
5 = strongly
agree

6-point Likert
Scale
0 =completely
false
5 =completely
true
5-point Likert
Scale
1 = strongly
disagree
5 = strongly
agree

OO
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Table 4.1-Continued
Instrument
Name and
Reliability
Organizational
Commitment
Questionnaire
(OCQ)

Intention to
Turnover
Measure
(from MOAQ)

Over-claiming
Scale

Instrument
Author and
Reliability
9-item scale
adopted from
Mowday, Steers, &
Porter (1979)
cr = 0.82-0.83

Operational Definition
Conceptual Definition
Subscales

Affective attachment to
the organization

3-item scale
adopted from
Cammann et al.
(1979)
a = 0.83

The relative strength of
an individual’s intent to
leave an organization

10-item scale
adopted from
Randall and
Fernandes (1991)
a = 0.70

Degree of familiarity
with movies, products,
music albums,
television programs,
and designer label
clothing. One of the
items in each group is
non-existent

No

No

New Movies
Products
Music Albums
TV programs
Designer Label
Clothing

Number
of Items

9 items

3 items

2 items
2 items
2 items
2 items
2 items

Measurement
5-point Likert
Scale
1 = strongly
disagree
5 = strongly
agree
5-point Likert
Scale
1 = strongly
disagree
5 = strongly
agree

5-point Likert
Scale
1 = never heard
o f it
5 = very
familiar

-j
VO
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Rhoades and Eisenberger (2002) suggest that because the original scale is
unidimensional and has high internal reliability, the use of shorter versions does not
create problems. However, it is important to include items that measure “valuation of
employees’ contribution and care about employees’ well-being” in short versions of the
questionnaire (p. 699).

Measurement o f Ethical Climate

Following Schneider’s “climate approach to research”, the ECQ was developed to
“tap respondents’ perceptions of how the members of their respective organizations
typically make decisions concerning various ‘events, practices, and procedures’ requiring
ethical criteria” (Victor & Cullen, 1988, p. 109).
This study used the 26-items of the ECQ (see Appendix H) adopted from Victor
and Cullen (1988) to measure five ethical climate dimensions (caring, instrumental, law
and code, rules, independence) (e.g., “What is best for everyone in the facility is the
major consideration here”, “In this organization, the first consideration is whether a
decision violates and law”, “People in this facility strictly obey the organization policies”,
“The major responsibility of people in this organization is to control costs”, “In this
organization, people are guided by their own personal ethics”). The ethical climate items
were measured using a six-point Likert-type scale (0 = completely false',
5 = completely true). The numbers were re-coded during the analysis to allow for more
meaningful comparisons (i.e., 1 = completely false', 6 = completely true). Higher scores
on an EC dimension mean a higher level of that particular measure. For example, higher
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scores on caring ethical climate describe the climate of the organization as more caring
toward its employees and the employees in general as more caring toward one another.
Higher scores on the law and code dimension indicate that the employees followed the
law and the codes of ethics more closely than when lower scores were reported.
Because the ECQ has been validated in a number of prior studies including
nursing (e.g., Victor & Cullen, 1987,1988; Cullen, Victor, & Bronson, 1993; Sims &
Keon, 1997; Trevino, Butterfield, & McCabe, 1998; Agarwal & Malloy, 1999; Joseph &
Deshpande, 1997), a pretest of the instrument was not performed. The coefficient alpha
for studies that utilized the 26-item version of the ECQ (e.g., Victor & Cullen, 1987;
1988; Kelley & Dorsch, 1991) ranged from 0.60 to 0.85 (see Table 4.1).
John Cullen was contacted via email in January 2006. The investigator requested
permission to use the ECQ. Professor Cullen granted the permission (see Appendix C)
and requested a summary of the results.

Measurement of Job Satisfaction

This variable was conceptualized as an affective job satisfaction based on overall
positive emotional appraisal of the job (Brayfield & Rothe, 1951). The six-item shorter
version from Brayfield and Roth’s (1951) Index of Job Satisfaction was adopted from
Curry et al. (1986) (e.g., “I find real enjoyment in my job,” “I would not consider taking
another job,” “Most days I am enthusiastic about my job”) (see Appendix H). The
statement, “I like my job better than the average worker does” was slightly modified (i.e.,
“I like my job better than most nurses do”). Each statement was measured using a fivepoint Likert-type scale (1 = strongly disagree; 5 = strongly agree). Item scores were
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summed and the mean was taken to arrive at a summary indicator of job satisfaction.
Higher scores indicated greater overall job satisfaction.
The six-item version has been demonstrated to be both reliable and valid measure
(e.g., Curry et al., 1986; Price & Mueller, 1981, 1986; Agho, Mueller, & Price, 1993;
Harvey, 2000; Fields, 2002). Coefficient alpha values ranged from .83 to .90 (see Table
4.1).

Measurement of Organizational Commitment

Based on Mowday, Steers, and Porter’s definition of OC (1979, p. 226), it is
conceptualized as “the relative strength of an individual’s identification with and
involvement in a particular organization,” and was measured using the shorter nine-item
form of the OCQ (e.g., “I am proud to tell others that I am part of this organization”, “I
find that my values and the organization’s values are very similar”, “This organization
really inspires the very best in me in the way of job performance”). The statement, “I
really care about the fate of this organization” was replaced with “I really care about the
future of this organization”. Each statement (see Appendix H) was measured using a fivepoint Likert-type scale (1 = strongly disagree', 5 = strongly agree). Item scores were
summed and the mean was taken to arrive at a summary indicator o f employee
commitment. Higher scores indicated greater organizational commitment (Mowday,
Steers, & Porter, 1979; Lauren et al., 2005).
Chronbach alpha of the nine-item scale ranged from 0.84 to 0.90 (e.g., Mowday,
Steers, & Porter, 1979). Since questionnaire length was consideration in the present
study, the nine-item version was found appropriate.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

183

Measurement o f Turnover Intention

Turnover intention was measured using a three-item scale of the Intention to
Turnover Measure from the Michigan Organizational Assessment Questionnaire
(MOAQ) (Cammann et al., 1979, as cited in Cook et al., 1981). The original MOAQ
scale consisted with the following three items: (1) “How likely is it that you will actively
look for a new job in the next year?” (2) “I often think about quitting.” and (3) “I will
probably look for a new job in the next year.” In this study, the first item was slightly
modified from the original scales (i.e., “It is likely that I will actively look for a new job
in the next year.”) so that all items were statements and were measured using a five-point
Likert-type scale (1 = strongly disagree', 5 = strongly agree). The three items represent
indicators o f withdrawal cognitions: intentions to quit (i.e., ‘perceived chances of
leaving’), search intentions (i.e., ‘chances that search would occur’), and thoughts o f
quitting. Horn and Griffeth (1991, p. 352) found that a unitary construct that combines
disparate withdrawal cognitions might measure more parsimoniously turnover intention.
The responses to the items were averaged. Higher scores indicated greater turnover
intention.
The internal consistency of the scale was 0.83 (N = 400) (Cook et al., 1981).

Measurement o f Control Variables

In accordance with the research purpose of this study the following variables have
been selected as control variables: over-claiming, age group, gender, years in facility, job
title, job position, facility size, facility ownership type, and opportunity.
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Over-claiming Scale

The scales used to detect over-claimers were adopted from Randall and Fernandes
(1991). Originally, Phillips and Clancy (1972) developed the scale. Respondents were
asked to indicate their degree of familiarity (1 = never heard of it; 3 = somewhat familiar;
5 = very familiar) with non-existent items in five categories: newly released movies,
products, music albums, television programs, and designer label clothing. In the present
study, the selected items for each category were modified from the original scale by the
investigator (see Appendix H). The over-claiming score was derived by adding up the
score of the fake items and dividing them by the number of items (Deshpande, Joseph, &
Prasad, 2006). A higher score indicated that the respondent was very familiar with the
non-existent item. The Chronbach alpha for the scale was 0.70 (Randall & Femades,
1991) (see Table 4.1).

Measurement of Personal. Occupational, and Organizational Characteristics

Personal variables included ‘age group’, ‘gender’, and ‘years in the facility’. The
variable ‘age group’ was determined through the following categories: (a) “Less than
25”, (b) “25-34”, (c) “35-44”, and (d) “45 and more”. The variable ‘gender’ included two
categories: “Female” and “Male”. The variable ‘years in the facility’ read as follows
“Years of employment in this facility” and was determined through the following
response categories: (a) “Less than 1 year”, (b) “1 - 2 years”, (c) “3 - 4 years”, (d) “5 - 9
years”, and (e) “10 years and more”.
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The occupation variables included ‘job title’ and ‘job position’. The variable ‘job
title’ read as follows, “Your title” and was determined through the following response
categories: (a) “RN”, and (b) “LPN”. The variable ‘job position’ read “My position” and
was determined through the following response categories: (a) “Director of Nursing”, (b)
“Administrator Nurse”, (c) “Charge Nurse”, (d) “Staff Nurse”, and (e) “Other (please
specify)”.
Organizational control variables included: facility ownership type and facility
size. Facility ownership type was measured through three categories: (1) “For-profit”, (2)
“Non-profit”, and (3) “Government”. The size of the facility was measured as the total
number of skilled patient beds and includes three categories: (a) “50-99 beds”, (b) “100 199 beds”, (c) “200 beds or more”. Since responses to these two variables were
inconsistent, the investigator used actual data instead from the state agency. The relevant
item value was entered for those nurses who responded per facility.
Dummy variables were constructed for each category so that the biggest group
was not the coded category. For example, dummy variables were constructed: (a) for
each category o f the variable “years in the facility”, excluding that for “10 years and
more”, (b) for each category of “job position” excluding “staff nurse”; (c) for each
category of the variable “facility ownership type” excluding “for-profit”, (d) for each
category of “age group” excluding nurses of the age group “44-53”, (e) for each category
of “facility size” excluding size “100-199 beds”, (f) the value of 1 was entered for a male
nurse, and (g) the value of 1 was entered for a RN. Definitions of all categorical variables
are provided in Table 4.2.
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Table 4.2
Definition of Categorical Variables
Variable
Gender
Age group <25
Age group 25-34
Age group 35-44
Age group 54>
Years in Facility <1
Years in Facility 1-2
Years in Facility 3-4
Years in Facility 5-9
Facility Beds 50-99
Facility Beds 200>
Non-profit
Government
Job Title
Director of Nursing
Administrative Nurse
Charge Nurse
Other

Deflnitiion
1 = Male
0 =Female
1 = Aged <25
0 = Aged 44-53
1 = Aged 25-34
0 = Aged 44-53
1 = Aged 35-44
0 = Aged 44-53
1 = Aged 54>
0 = Aged 44-53
0 = 10>
1 =<1
1 = 1-2
0 = 10>
1 = 1-2
0 = 10>
1=5- 9
0 = 10>
1 = 50-99
0=100-199
1 = 200 >
0 = 100-199
1 = Non-profit
0 = For-profit
1 = Government
0 = For-profit
1 = RN
0 = LPN
1 = Director of Nursing 0 = Staff
1 = Admin. Nurse
0 = Staff
1 = Charge
0 = Staff
1 = Other
0 = Staff

Opportunity

The variable “opportunity” was conceptualized as “the availability of alternative
jobs in the organization’s environment” (Price & Mueller, 1981, p. 545). A single-item
was used (i.e., “Other facilities have tried to recruit me in the last six months.”) and
measured with a five-point Likert-type scale (1 = strongly disagree', 5 = strongly agree).
As such formulated, the item had not been used in previous research.

Data Analysis

This section describes plans for data tabulation, highlighting the major research
questions to be addressed, analytic methods, and validation tests. In general, the
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investigator planned to employ seven types of statistical methods using AMOS 6.0 or
Stata 8.2: descriptive statistics and contingency analysis (bivariate frequencies);
confirmatory factor analysis; Pearson Product Moment Correlation analysis; multivariate
analysis o f variance (MANOVA) and analysis of variance (ANOVA); hierarchical
multiple regression analysis; and Sobel-Goodman mediation tests.

Descriptive Statistics Analysis

Descriptive statistics (frequency distributions, means, standard deviations, and
initial scale reliabilities) were calculated using STATA 8.2 to develop a profile of the
respondents and discuss survey items included in the study.

Contingency Analysis

Contingency analysis (bivariate frequency distribution) or cross-tabulation was
added to the descriptive statistics analysis by providing a more detailed picture of the
relationships among variables at ordinal and nominal levels (Meier & Brudney, 2002). A
statistical relationship between two variables (as evidence by Pearson chi-squared (%2)) is
defined as a recognizable pattern of change in one variable as the other variable changed
(Meier & Brudney, 2002). Because estimates of statistical significance derived from the
chi-square technique can be inflated by a large sample size, only differences that were
both statistically significant and exhibited at least a minimal level of association (0.10 as
measured by Cramer’s V) were reported. The Cramer’s V coefficient can range from 0
(no association) to 1 (perfect association) (Meier & Brudney, 2002; Acock, 2006).
Cramer’s V coefficients under .20 are generally considered weak relationships (Acock,
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2006). The Cramer’s V coefficient has the quality of not being affected by sample size or
the number of comparison cells in a two-dimensional table (Meier & Brudney, 2002).

Confirmatory Factor Analysis (CFA)

Defining CFA

Confirmatory factor analysis is a way of testing how well measured variables
represent a smaller number of constructs (Hair et al., 2006). Whereas exploratory factor
analysis (EFA) can be conducted without knowing how many factors really exist or
which variables belong with which constructs, with CFA the investigator must specify
both the number of factors that exist within a set of variables and which factor each
variable will load highly on before results can be computed. Structural equation modeling
(SEM) is then applied to test the extent to which a priori pattern of factor loadings
represents the actual data (Hair et al., 2006). In essence, CFA is a tool that enables the
investigator to confirm or reject a preconceived theory.

Justification for Using CFA

In this study, CFA was found as an appropriate statistical test since the
investigator had reasonably sound knowledge of the number of factors that were required
to explain intercorrelations among the measurement variables. Additionally, the observed
variables were found to be reliable indicators of a particular factor in previous studies
(e.g., Victor & Cullen, 1987; 1988; Eisenberger et al., 1987; 2001; Mowday, Steers, &
Porter, 1979; Curry et al., 1986; Eisenberger et al., 1986; 2001). Given the fact that the
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proposed model was based on logic, previous empirical research and theoretical findings,
the CFA approach was considered the most appropriate method to statistically confirm
the proposed factors. The statistical analysis was conducted using the SEM technique in
AMOS 6.0.

Measurement Model Validity

Model fit refers to the extent to which the hypothesized model is consistent with
the data (Diamantopoulos & Siguaw, 2006). One of the weaknesses of CFA models, and
latent variable analysis in general, is the lack of a single accepted measure o f overall fit
across all situations (Hair et al., 2006; Diamantopoulos & Siguaw, 2006). As suggested
by Hair et al. (2006), three approaches were used to determine the acceptability of the fit:
(a) using multiple indices of different types, (b) adjusting the index cutoff values based
on model characteristics, and (c) using indices to compare models.

Using Multiple Indices of Different Types. Hair et al. (2006, p. 746) distinguish
between absolute and incremental fit indices. Absolute fit indices are a direct measure of
how well the model specified by the investigator reproduces the observed data. As such,
they provide the most basic assessment of how well an investigator’s theory fits the
sample data. On the other hand, incremental fit indices assess how well a specified model
fits relative to some alternative baseline model. The most common baseline model is
referred to as a null model, one that assumes all observed variables are uncorrelated (p.
749).
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Absolute Fit Indices. Several absolute fit indices were reported in this study
including the chi-square statistics, goodness-of-fit index (GFI), standardized-root-means
square residual (RSMR) and the root-mean-square error of approximation (RMSEA).
The chi-square statistics (y ) provides a test of the closeness of fit between the
unrestricted sample covariance and the restricted covariance matrix. A non-significant
chi-square indicates that the hypothesized model is well fitted to the sample data
(Diamantopoulos & Siguaw, 2006). Since the chi-square is sensitive to departures from
normality, sample size, and model complexity, it has been suggested to use instead
alternative measures o f fit to correct for this bias (Hair et al., 2006). The GFI is less
sensitive to sample size. GFI values greater than .90 or .95 are evidence of good fit (Hair
et al., 2006, p. 747).
The SRMR is the standardized value of root means square residual (RMSR); the
latter represents the average o f the residuals between individual observed and estimated
covariance and variance terms (Hair et al., 2006). Although no statistical threshold level
is established, lower SRMR values represent better fit (Hair et al., 2006). In this study,
individual SRMRs were also analyzed to spot potential problems with the measurement
error. The residual covariance between the items is the difference between the sample
covariance and the model-implied covariance. According to Hair et al.’s (2006, p. 800)
rule of thumb, standardized residuals greater than |4.0| suggest potentially unacceptable
degree o f error that call for the deletion of the item, while those between |2.5| and |4.0|
deserve attention, but may not suggest any changes, if other diagnostics are not
problematic. Residuals below |2.5| are indicative that the model is correct.
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The RMSEA explicitly tries to correct for both model complexity and sample size
by including each in its computation (Hair et al., 2006). The RMSEA shows how well the
model, with unknown but optimally chosen parameter values, would fit the population
covariance matrix if it were available (Diamantopoulos & Siguaw, 2006, p. 85). Values
less than 0.07 are indicative of good fit (Hair et al., 2007). An advantage to RMSEA is
that a confidence interval can be constructed giving the range of RMSEA values for a
given level of confidence.

Incremental Fit Indices. Incremental fit indices included in this study are the
comparative fit index (CFI) and Tucker-Lewis Index (TLI). The CFI is an improved
version of the normed fit index (NFI). The CFI is normed so that values range between 0
and 1, with values above .90 are usually associated with model that fits well and implies
that there is a strong evidence o f unidimentionality for the factors (Hair et al., 2006). CFI
and TLI generally provide similar values. TLI involves a mathematical comparison of a
specified theoretical measurement model and a baseline null model (Hair et al., 2006, p.
749).
Hair et al. (2006, p. 752) suggest that the investigator needs to use three to four
absolute and incremental fit indices rather than report all indices because of redundancy
among them. A model reporting the chi-square (x ) and degrees of freedom, RMSEA,
and CFI were considered sufficient in providing unique information to evaluate a model
(Hair et al., 2006).

Adjusting the Index Cutoff Values Based on Model Characteristics. Table 4.3
provides Hair et al.’s (2006, p. 753) specific guidelines for using fit indices according to
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sample size, model complexity, and degrees of error. In this study, based on a sample of
656 respondents and a nine-construct model with 38 indicator variables, evidence of good
fit would include a significant y2 value, a CFI of 0.90 or higher, and a RMSEA of 0.07 or
lower.

Table 4.3
Characteristics of Fit Indices Demonstrating Goodness-of-Fit for the Measurement
Model in this Study
Statistics

Recommended Value
N > 250

Absolute Fit Indices

m> 30

Chi-Square (y2)
Standardized Root Mean Residual (SRMR)
Root-Mean-Square Error of Approximation
(RMSEA)

Significant
p- values can be expected
.08 or less
(with CFI above .92)
Values < .07 with CFI of .90 or
higher

Incremental Fit Indices

Comparative Fit Index (CFI)

Above .90

Note: m = number of observed variables; N applies to number of observations.
Source: Excerpt from Hair et al.’s Table of Fit Indices across Different Model
Situations (2006, p. 753).

Using Indices to Compare Models. The indices in Table 4.3 were also used in this
study to distinguish the relative superiority of models in discriminant validity analysis. A
CFI of 0.95, for instance, would indicate a model with better fit than a similarly complex
model with a CFI of 0.85, particularly in the case with nested models (Hair et al., 2006).
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CFA and Construct Validity

The CFA not only must provide acceptable fit but also must show evidence of
construct validity (Hair et al., 2006). When CFA model fits and displays construct
validity, the measurement theory is supported. Construct validity is defined as the extent
to which a set of measured items actually reflects the theoretical latent construct those
items are designed to measure (Hair et al., 2006, p. 776). Two types of construct validity
were examined: convergent and discriminant validity.

Convergent Validity. The items that are indicators of a specific construct should
converge or share a high proportion of variance in common, known as convergent
validity (Hair et al., 2006). The factor loadings, variance extracted and reliability were
examined to assess convergent validity among item measures. Reliability of measures
was assessed before and after CFA was conducted, and values were reported.

Discriminant Validity. Discriminant validity is the extent to which a construct is
truly distinct from other constructs (Hair et al., 2006, p. 778). When a measurement
model is congeneric (i.e., does not contain or necessitate any cross-loadings either among
measured variables or among the error terms) and provides a good fit, an overall evidence
of discriminant validity is present (Hair et al., 2006). Additional tests can be used to
ascertain the latter. For example, a chi-square difference test by comparing the fit of
nested models is often reported in research studies (Hair et al., 2006).
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Pearson Product-moment Correlation Analysis

To better understand the relationships among the variables in the model and check
for potential multicollinearity, the Pearson product-moment correlation analysis was
performed using STATA 8.2 to generate the correlation matrix after the CFA. Generally,
a correlation of r = |0.11is a weak relationship, r = |0.3| is a moderate relationship, and r =
|0.5| is a strong relationship (Acock, 2006, p. 158). When estimating the number of
correlations, the reported significance level, however, may be misleading (Acock, 2006).
For this reason, a Bonferroni multiple-comparison method was applied to verify the
significance level. The Bonferroni multiple-comparison procedure is a safeguard against
multiple tests of statistical significance on the same data, where 1/20 hypotheses tested
will appear be significant at thep = 0.05 level purely due to chance (Acock, 2006).

MANOVA and ANOVA

Justification for Using MANOVA and ANOVA

Multivariate analysis of variance (MANOVA) and analysis of variance (ANOVA)
techniques were considered most suitable for this study since their application followed
Joyce and Slocum proposed criteria for evidence of an organizational climate: (1)
discrimination of the mean perceptions between organizations, (2) predictable
relationships between the mean perceptions and organizational characteristics, and (3)
internal consistency in perceptions within organizations (Victor & Cullen, 1987, p. 66).
MANOVA enables the researcher to assess the impact of multiple independent
variables on not only the individual dependent variables, but on the dependent variables
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collectively as well (Hair et al., 2006, p. 395). According to Hair at al. (2006, p. 400), it is
considered more powerful than separate univariate tests because it (1) may detect
combined differences not found in univariate tests and (2) if the number of dependent
variables are kept relatively low (5 or fewer), the statistical power of the MANOVA tests
equals or exceeds that obtained with a single ANOVA.

Procedures and Tests

Using STATA 8.2, MANOVA was conducted first to determine if there were
differences in the mean responses on ethical climate dimensions when situation variables
(e.g., job level) and joint-person situation (e.g., years in the facility) variables (Victor &
Cullen, 1988) were considered. The ethical climate scales were the dependent variables in
the MANOVA (see Table 4.4). If the overall multivariate test was significant (F value
(Wilks’ lambda), the conclusion was that the respective effect was significant.
After obtaining a significant multivariate test for a particular main effect or
interaction, the investigator examined the univariate F, which tests the hypothesis of
equality of means for two or more groups. In conjunction with the one-way ANOVA, a
post hoc test was conducted. Specifically, the Bonferroni multiple-comparison method
was used to reveal the most substantive differences (Acock, 2006).

Hierarchical Multiple Regression Analysis

Hierarchical multiple regression analysis was used to test the predictive power of
independent variables on the dependent variable ‘turnover intention’ (Cohen et al., 2003).
In hierarchical regression, the predictor variables are entered in sets of variables
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according to a pre-determined order that may infer some causal or potentially mediating
relationships between the predictors and the dependent variables (Francis, 2003). The
basic steps involves including one or several variables as a set at one step and then adding
one or more variables to the model as another step to determine the incremental
prediction of the second set controlling for the influences of the first set (Francis, 2003).
The R-square change was tested with an F-test, which was referred to as the F-test for
9

9

•

change in R (Acock, 2006). A significant F-test for change in R meant that the variables
added in that step signficantly improved the prediction (Acock, 2006).
Given potential multicollinearity, hierarchical regression provides a very
conservative estimate for the explanatory power of the independent variables added to the
model. The benefit of hierarchical regression is that, regardless of any multicollinearity,
the variance attributed to the independent variables added to the model is due to them.
In addition to testing the relative strength o f the control variables, predictors and
mediators in the model, a second goal of the hierarchical multiple regression analysis was
to test the relationships between the predictor variables (ethical climates and POS),
between the predictor variables and mediator variables, between the predictor variables
and outcome variable, and between the mediators and the dependent variable. The F-test
was used to test the significance of R2, i.e., the significance of the regression model as a
whole. If prob (F) < .05, then the model was considered significantly better than would be
expected by chance and the null hypothesis of no linear relationship o fy to the
independents was rejected.
Table 4.4 provides a summary of the techniques that were applied to the testing of
each hypothesis as discussed in Chapter III.
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Table 4.4
Research Questions, Variables, Analytic Methods, and Validation Tests
Research Questions
What differences are
found in licensed
nurses’ ethical climate
perceptions by facility
ownership type, job tile,
job position, and years
in the facility?
What is the role of the
control variables as
determinants of POS,
JS, OC and TOI?

What is the role of the
ethical climates as
determinants of
perceived
organizational support?

Dependent
Variables
Caring
Professionalism
Rules
Instrumental
Independence

POS
JS
OC
TOI

POS

Independent
Variables
Job Title
Years in Facility
Job Position
Facility
Ownership Type

Hypothesis*

Kill

H j- H 4

MANOVA
ANOVA

h5

Hierarchical
Multiple
Regression
Analysis

All Control
Variables

Caring
Professionalism
Rules
Instrumental
Independence
Control Variables

Analytic
Methods

Hn-Ht5

Hierarchical
Multiple
Regression
Analysis

Validation
Tests
F-value (Wilks’
lambda)
Univariate F
Bonferroni
multiplecomparison
F-test for
significance
R2 for strength

F-test for
significance
R2 for strength

VO
-j
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Table 4.4 - Continued
Research Questions
What is role o f ethical
climates and POS as
determinants of
mediator variables (JS
and OC) and dependent
variable (TOI)?
What are the separate
and collective effects of
control variables,
predictor variables, and
mediator variables on
turnover intention?

What is the role o f job
satisfaction and
organizational
commitment as
determinants o f
turnover intention?

Dependent
Variables
Job Satisfaction
Organizational
Commitment
Turnover
Intention

Turnover
Intention

Turnover
Intention

Independent
Variables
Caring
Professionalism
Rules
Instrumental
Independence
POS
Control Variables
Control Variables
Caring
Professionalism
Rules
Instrumental
Independence
POS
JS
OC
Control Variables
Caring
Professionalism
Rules
Instrumental
Independence
POS
JS and OC (added
separately)

Hypothesis
#

h 6- h
h

16-

10

h 28

H 32

h 29

Analytic
Methods
Hierarchical
Multiple
Regression
Analysis

Hierarchical
Multiple
Regression
Analysis

Hierarchical
Multiple
Regression
Analysis

Validation
?

:L.:■
F-test for
significance
R2 for strength

F-test for
significance
F-test for
change in R2
R2 for strength
Change in R2
Or
Semi-partial R
F-test for
significance
F-test for
change in R
R for strength
Change in R2
Or
Semi-partial R2

oo
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Sobel-Goodman Mediation Tests in STATA

Figure 4.1 presents a diagram where X is an independent variable (iv), Y is a
dependent variable (dv) and M is a potential mediator variable. A variable may be
considered a mediator to the extent to which it carries the influence of a given
independent variable (iv) to a given dependent variable (dv).

c

X
Figure 4.1 Mediation Paths (Preacher & Leonardelli, 2001).
Note: a, b, c are path coefficients. Variables in brackets are the

standard errors of these coefficients.

According to Baron and Kenny (as cited by Preacher & Leonardelli, 2001; Kenny,
2001; Hair et al., 2006, p. 867), for M to be a mediator of the relationship between X and
Y several conditions have to be met: (1) X must significantly predict Y. If it does not
then there is no relationship to mediate, (2) X must significantly predict M, and (3) M
must significantly predict Y after controlling for X. If, by adding M to the prediction of
Y from X in a regression model, the effect of X falls close to zero then fu ll or complete
m ed ia tio n is present. I f the effect o f introducing M is to reduce c b y a non-trivial amount

but not to zero, then there is partial mediation. If c is not reduced there is no mediation.
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Although statistical significance is informative, steps are stated in terms of zero
and nonzero coefficients, not in terms of statistical significance (Kenny, 2001).

Significance Tests. Sobel and Aroian tests provide a stronger test of mediation
(Preacher & Leonardelli, 2001; Kenny, 2001). In this study, Sobel-Goodman mediation
tests were conducted (using the command sgmediation outcome, mv[mediator]
iv[independent] cv[covariates]) under STATA 8.2. The output of this command includes
the Sobel-Goodman tests used to establish the significance of mediation effect as well as
the percentage o f total effect being mediated.
Additionally, the Aroian test was used because it did not make the unnecessary
assumption that the product of sa and

was vanishingly small (Preacher & Leonardelli,

2001). This test was calculated with the web-based statistical tool of Preacher and
Leonardelli (2001) by inserting ta and % from the regression analysis, where ta and %are
the f-test statistics for the difference between the a and b coefficients and zero.
Researchers found that the Sobel and Aroian tests performed best in a Monte
Carlo study, and converged closely with sample sizes greater than 50 or so (Preacher &
Leonardelli, 2001). The reported p -values were drawn from the unit normal distribution
under the assumption of a two-tailed z-test of the hypothesis that the mediated effect
equals zero in the population. +/- 1.96, were the critical values of the test ratio, which
contain the central 95% o f the unit normal distribution (Preacher & Leonardelli, 2001).
A summary o f research questions, mediation paths, and validation tests is
provided in Table 4.5.
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Table 4.5
Research Questions, Mediation Paths, Analytic Methods, and Validation Tests
Research Questions

Mediation Paths

Hypothesis

Analytic
Methods

Validation Tests

Caring—»OC/J S/PO SsT O I
What is the role o f job
satisfaction,
organizational
commitment, and POS
(separately) as
mediators of the
relationship between
ethical climates and
turnover intention?
What is the role o f job
satisfaction and
organizational
commitment
(separately) as
mediators of the
relationship between
POS and TOI?

Instrumental—>OC/JS/POS—>TOI

Hs s ~ H 47

SobelGoodman
and Aroian
Mediation
Tests

H 4S - H 49

SobelGoodman
and Aroian
Mediation
Tests

Rules—> OC/JS/POS s T O I
Professionalisms OC/JS/POS—»TOI
Independences OC/JS/POS s T O I

P O S sO C s T O I
P O S sJS s T O I

Sobel Test Z
Aroian Test Z
Goodman Test Z

Sobel Test Z
Aroian Test Z
Goodman Test Z

K>
o
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Data Collection Procedures and Outcomes

Determining Project Strategy and Schedule

To ensure that data collection efforts ran smoothly and that the investigator was
able to handle unexpected problems, a project management strategy was established early
in the effort. This strategy included specifying what needs to be done, the timing of each
activity, and communication with the dissertation and the HSIRB committees’ members.
The key set of activities involved and time frame are presented in Table 4.6.

Procedures for Collection of Information

The collection of information involved both procedures in facility recruitment and
procedures in surveys distribution. A detailed description of each is provided next.

Facility Recruitment Procedures

Stage One. In late July the investigator submitted a formal letter to 359 SNF
administrators in one midwestem state of the United States. The letter invited the
administrators to allow facility participation in the study by providing the investigator
with a list of the names of RNs and LPNs employed full-time (35 hours or more) as of
August 2006 in their facility.
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Procedures for Collection of Information

The collection of information involved both procedures in facility recruitment and
procedures in surveys distribution. A detailed description of each is provided next.

Facility Recruitment Procedures

Stage One. In late July the investigator submitted a formal letter to 359 SNF
administrators in one midwestem state of the United States. The letter invited the
administrators to allow facility participation in the study by providing the investigator
with a list of the names of RNs and LPNs employed full-time (35 hours or more) as of
August 2006 in their facility. The letter explained the purpose of the study and data
collection procedures. SNF administrators were assured that nurses’ responses would be
completely confidential and that facilities that participated in study would not be
identified in the final report, as data would be reported on an aggregate level. A postage
paid business-reply envelope was enclosed so that lists could be mailed back to the
investigator at the University address. Also, SNF administrators could email the lists to
the investigator.
O f the 359 letters, four (4) letters were returned as not deliverable; furthermore,
only 35 SNF administrators (10%) agreed to participate in the study (see Table 4.7). Of
these, fifteen (15) stated explicitly, either over the email or telephone, that they would
participate only if they gave the investigator the number of licensed nurses and
distributed themselves the surveys to nurses’ boxes so that nurses could fill them out
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independently and mail them back to the investigator. Three (3) administrators agreed to
provide the names but requested survey packets to be sent to their attention.

Table 4.6

Project Activities and Time Schedule
Activities
Recruiting facilities by mail, email, and phone
Getting approvals from the Human Subjects
Institutional Review Board (HSIRB) for
(a) follow-up letters that provided additional
options to administrators, (b) reminder letters to
those who agreed to participate but forgot to
provide numbers of nurses, (c) thank-you letters
to administrators to increase awareness about
the upcoming surveys as well as to
administrators who declined to participate in the
study, and (d) reminder cards to administrators
of facilities with no or few returned surveys
Developing a list of nurses on whom to collect
information
Printing and preparing cover letters, survey
packets, reminder letters, thank-you letters, and
follow-up postcards
Mailing individual surveys and survey packets
in bulk.
Data collection
Logging in returned surveys
Data preparation and analysis

Time Frame
Late July 2006-October 2006

September 2006-November 2006

Late July 2006-November 2006
Late July 2006-November 2006
September 2006-November 2006
September 2006-December 2006
October 2006-January 2006
February 2007-April 2007
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Table 4.7

Stages in Facility Recruitment

Stages

Submitting
invitation
letters to
administrators
Submitting
first follow-up
letters to non
responding
administrators
Submitting
second and
final follow-up
letters to non
responding
administrators
TOTAL

Number of
Number administrators
who agreed by
letters
providing
names

Number of
administrators
who agreed by
providing
number

Number of
administrators
who declined
over mail,
e-mail, or
telephone

Number of
undelivered
mail
returned to
the sender

359

20

15

11

4

309

4

46

59

0

200

2

23

26

0

868

26

84

96

4

During the first step o f facility recruitment, the researcher also conducted a
number of telephone calls to identify reasons for nonparticipation. Nonparticipation was
the result of: (1) the home no longer being in business or relocated; (2) the first cover
letters were not received; (3) it was not allowed to provide confidential information; (4)
willing to consider participation if only the number of nurses was provided; (5) willing to
consider participation if the survey was not longer than two pages; (6) willing to consider
participation if the final results were provided; and (7) not willing to participate.
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The investigator also received a number o f telephone calls from facility
administrators, DONs, human resource managers, and administrative assistants who
inquired additional information about the study and expressed enthusiasm to participate.
Some facility administrators told the investigator that they were eager to participate in the
study but had first to discuss survey participation with licensed nurses and inquired about
final dates of data collection. Other facility administrators told the investigator that they
would post information about the upcoming surveys in their facilities.

Stage Two. Due to difficulties of establishing contact with the administrators over
the telephone (the researcher had to leave voice messages most of the time and they were
not answered), the unwillingness of some administrators to provide nurses’ names, and
the fact that some administrators were on vacation, a decision was made in early
September to submit a reminder letter to all 309 administrators who had not responded
the first time. In addition to requesting nurses’ names, the cover letter included two
additional options to SNF administrators: (1) to provide the number of nurses and to
agree to distribute surveys to nurses, and (2) not to participate in the study. As a result,
the number of participating facilities increased to 85 (24%).

Stage Three. In the beginning of October, a second and final reminder letter was
sent to facility administrators, providing them with the same three options. Facility
participation in the study increased to 110 (31%).
The total number of administrators who declined to participate over mail, e-mail,
or phone was 96 in the following sequence: (a) 11 after the first invitation letter, (b) 59
after the first reminder letter, and (c) 26 after the final reminder letter (see Table 4.7).
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Some administrators who checked the option ‘not to participate in the study’ provided the
following written comments: (1) “not allowed to provide the names of nurses or any
identifying information”, (2) “studies are currently conducted by other universities”, (3)
“the facility is closed”, (4) “got burned as a result of a study”, and (5) “we survey our
nurses often and I do not want to give them yet another survey”. One hundred fifty-one
facilities did not respond at all.

Stage Four. To increase awareness about the upcoming surveys, thank-you letters
were sent immediately to all administrators who agreed to participate in the study (110)
as well as five additional reminder letters to those who agreed to participate but forgot to
provide specific number of nurses. Administrators who declined to participate over the
mail also received thank-you letters and no further action was taken. Table 4.8
summarizes the total number o f letters sent to facility administrators as part of the
recruitment process.

Table 4.8

Total Number of Letters Sent to Administrators

Activity

Number
of letters
sent to
Admini
strators

:: Fist
invitation
letters

F irst
follow
UP':;:
letters

Second
follow
up
letters

Thank
you
letters

Reminder
letters to
distribute
surveys

Reminder
letters to
provide
number
ofLNs

359

309

200

206

84

5
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Procedures in Survey Preparation and Distribution

Survey Preparation. Survey packets were prepared as the first step in
administering the survey. A survey packet included (1) a cover letter explaining the
survey and providing information about confidentiality, (2) a survey booklet (see
Appendix D), and (3) a postage paid business-reply envelope addressed to the university.
An identification number was printed only on the business-reply envelopes and was
explained in the cover letter. The identification number allowed the investigator to check
each facility and nurse off the mailing list when a questionnaire was received.

Survey Distribution. The researcher would print, prepare, and submit
survey packets upon the receipt of lists from administrators. Three steps of survey
distribution occurred: (1) 900 individual survey packets and survey packets in bulk were
mailed in the beginning o f September, (2) 1384 individual survey packets and survey
packets in bulk were mailed in the mid and late September, and (3) 776 survey packets in
bulk were mailed in the mid and late October and the beginning of November. Thus, a
total of 3060 surveys were sent to 110 facilities from September to November.
In cases where nurses’ names were provided (26 facilities), individual survey
packets, using first class postage, were sent directly to each nurse’s facility mailbox (only
three facility administrators requested to distribute the surveys them selves and were sent

survey packets in bulk). If only the number of nurses was provided (84 facilities), sealed
survey packets were sent in bulk via priority mail directly to facility administrators
together with an enclosed reminder letter to distribute them.
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Reminder Cards. Prior research has shown that multiple mailings increase
response rates (Dillman, 2000). However, follow-up surveys were not submitted in this
study for three reasons: (1) anonymity prevented the researcher to track non-respondents,
(2) examination of collected data revealed a relatively good response rate by facility, and
(3) nurses were asked to return blank questionnaires in the enclosed pre-paid business
reply envelope if they did not volunteer to participate.
Despite a large number of surveys (262), submitted to the attention of ten (10)
administrators including three (3), who have provided the researcher with nurses’ names
under condition that they would distribute the surveys, not a single survey was returned.
A decision was made to submit reminder cards only to facility administrators of the non
responding facilities and facilities with few responses.
Facility administrators were informed of the non-receipt of surveys and were
asked to contact the researcher via e-mail if survey packets were misplaced. Also, they
were requested to remind nurses that they might volunteer to participate in the study.
Where few surveys were received by facility, facility administrators were
informed of the low response and were requested to remind nurses that they might
volunteer to participate in the study and if surveys were misplaced to email the researcher
so that extra copies were provided.
Since none of the 10 facility administrators responded to the reminder cards and
no surveys were returned from those facilities, it was decided not to count them in the
study. In the end, the total number of participating facilities was 100 (27.9%) (see Table
4.9). Facilities from all five geographic regions of the state participated in the study.
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Table 4.9

Facility Participation Rate
Total
Number
of
Facilities

359

Number of
Facilities that
Initially
Agreed to
Participate

Number of
Facilities
that
Actually
Participate

Percent of Total
Number of
Facilities

Usable
Participation
Rate

110

100

30.64%

27.86%

Percent Participation Rate

Data Preparation and Cleaning

After the end of the fielding period, December 31, 2006, the data was logged in,
verified, and cleaned. The total number of returned surveys was 728 (23.8%) (see Table
4.10).
Table 4.10

Survey Response Rate
Total
Number of
Number of
Surveys
Surveys
Mailed to
Returned
110
Facilities

3060

728

Percent Response Rate
Number of
Complete
Surveys

656

Percent of Total
Surveys Mailed

Usable
Response Rate

23.79%

21.44%
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Possible reasons for the low response rate were derived from licensed nurses’
written comments on the questionnaires or via email: (1) recently employed in the
facility, (2) surveys were not distributed (“I found this survey on 11/25/06 stuffed in a
desk at nurses’ station”), and (3) hesitant to participate (“nurses felt fearful that they
might be sanctioned if they responded truthfully because the SNF administrator had
written each person’s name on his or her survey envelope”).
O f the 728 surveys, nine (9) were eliminated due to being blank. Nurses notified
the investigator on the blank forms that they were recently employed by the facility. Of
the remainder 719 surveys, 63 cases or observations were excluded due to incomplete
data. The rationale for excluding them was based upon analysis of missing data, which
revealed that data was missing completely at random (MCAR) and was below 10% (Hair
et al., 2006) (see Chapter V). The final sample consisted of 656 respondents. Thus, the
usable response rate was 21.4 % (see Table 4.9).

Efforts to Increase Response Rate

Non-response was a major concern to the investigator given that only 10% of
facility administrators agreed to participate in the study in the beginning of the
recruitment process. Several strategies were considered, which helped increase facility
participation rate to 31%. First, a number of telephone calls were randomly conducted to
identify reasons for non-response on the part of facility administrators. According to
Rosco, Lang and Sheth (1975), the most successful follow-ups are achieved by telephone
calls. Second, two follow-up letters and reminder cards to facility administrators were
mailed out. Third, thank-you letters and reminder letters for survey distribution were sent
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to the attention of facility administrators. Dillman (2000) suggests that pre-notification
letters might help to establish the legitimacy of a survey. Fourth, the investigator sought
to build trust by (1) inviting facility administrator to personally authorize participation in
the study by providing his or her signature and (2) by ensuring that the institution would
not be identified. Fifth, all cover letters, reminder letters, and thank-you letters had a
hand-written signature. Reeder (1960) reported that hand-written signatures produced
better response rate.
To increase survey response rate, the following strategies were considered. First,
the cover letter explained the purpose of the survey and underscored the importance of
nurses’ participation. Second, licensed nurses were informed that the study was approved
by the HSIRB and authorized by the facility administrator. In addition, nurses were
assured complete confidentially; that their responses would not be shared with
management; and that data would be reported in the aggregate. Dillman (2000) notes that
confidentiality and anonymity might affect survey response. Third, the questionnaire was
printed in a booklet with professional appearance. In addition to providing quality
measurements, the directions and questions were clear and concise (Dillman, 2000;
Fowler, 2002; Babbie, 2001). Third, to encourage interest and increase participation, the
investigator designed the questionnaire to first include questions related to perceived
organizational support, job satisfaction, organizational commitment and turnover
intention. The items of the four instruments were combined together and randomly mixed
for the respondents but the same on each questionnaire (see Appendix D). The more
sensitive questions (e.g., ECQ and demographics) were included in the second and third
sections of the questionnaire. Again, to avoid the order effects that might occur, the ECQ
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descriptors were randomly mixed but the same on each questionnaire. Fourth, Leslie
(1972) suggests that, as a general rule, long questionnaires get less response than short
ones. For this reason, the investigator used shorter versions of pre-established instruments
that still had established records of construct validity. Fifth, first-class postage and
priority mailing were used for greater efficiency. In addition, to encourage prompt return,
pre-paid business reply envelopes were enclosed.

Protection of Human Rights

Permission to conduct the study as well as subsequent changes from the original
protocol was requested and obtained from the University Institutional Review Board
(HSIRB) (see Appendix B).

Summary

A cross-sectional survey design was chosen for this study. The design was
considered appropriate for collecting data due to the characteristics of the population: a
homogenous target population of skilled nursing facilities and a homogenous subject
population of licensed nurses.
Three hundred fifty nine freestanding SNFs in one midwestem state of the United
States were selected. While a total of 110 facilities (31%) agreed to participate in the
study, responses were received from nurses representing 100 of these facilities (27.9%).
A total of 656 usable questionnaires were returned of the 3060 distributed - a 21.4%
response rate.
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Six pre-established instruments were used to collect data: Eisenberger et al.’s
SPOS; Mowday, Steers, and Porter’s OCQ; Curry et al.’s IJS; Victor and Cullen’s ECQ;
Cammann et al.’s Intent to Turnover Measure; and Randall and Fernandes’ Over
claiming Scale. All measures had established records of validity and reliability in
previous studies. The investigator planned to analyze data using a variety of statistical
methods (e.g., CFA, MANOVA and ANOVA, hierarchical multiple regression analysis,
and Sobel-Goodman mediation tests).
Data collection procedures involved several stages of facility recruitment and
survey distribution. Efforts to recruit facilities and to increase the response rate were
described. The next chapter discusses and analyzes the findings of this study in relation to
the research questions and hypotheses.
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CHAPTER V

RESULTS

Introduction

This chapter presents details of the results of the statistical analysis of the data.
The first section discusses descriptive characteristics including frequency distributions,
means, standard deviations, and initial scale reliabilities for the key variables in the study.
The second section adds to the latter by including a discussion of between-group
comparisons based on bivariate frequency distribution. In the third section, each study
construct is assessed using the CFA procedure. Issues related to data preparation and
diagnostic of measures are discussed. In addition, convergent and discriminant validity of
the constructs are reported. Finally, the overall measurement model fit statistics is
presented and evaluated. The fourth section includes Pearson product-moment correlation
analysis and descriptive statistics analysis produced after CFA. The fifth section focuses
on hypotheses testing with MANOVA and ANOVA. In the sixth section, model
hypothesis testing is conducted using hierarchical multiple regression analysis. The last
section presents the results and analysis of mediation hypothesis testing. The chapter
concludes with a brief summary of data results.
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Descriptive Statistics

Participant Profile: Personal, Occupational and Organizational Characteristics
As presented in Table 5.1, the majority of these licensed nurses (94%) were
female. Licensed nurses ranged by age group from less than 25 to more than 54 years,
with nearly 37% falling between the ages of 44-53 and 29% at the age of 54 or more. The
category of licensed nurses under age 25 constituted only 3% of the sample (see Figure
5.1).

3%

II <25
■ 25-34

20 %

□ 35-44
□ 44-53
■ >54

37%

Figure 5.1 Frequency Distribution: Age Group (N= 656).
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Table 5.1

Demographic, Job, and Facility Characteristics of Respondents: Frequencies (N= 656)

Frequency

%

Registered Nurse

298

45.43

Licensed Practical Nurse

358

54.57

Female
Male
<25 years
25-34 years
35-44 years
44-53 years
>54 years
<1 year
1-2 years
3-4 years
5-9 years
>10 years
Director of Nursing
Administrator Nurse
Charge Nurse3
Staff Nurseb
Other6
For-profit
Non-profit
Government
50-99 beds
100-199 beds
>200 beds

613
43
20
78
127
242
189
85
131
102
151
187
31
124
228
244
29
260
216
180
176
384
96

93.45
6.55
3.05
11.89
19.36
36.89
28.81
12.96
19.97
15.55
23.02
28.51
4.73
18.90
34.76
37.20
4.42
39.63
32.93
27.44
26.83
58.54
14.63

Variables
Job Title

Gender
Age Group

Years in Facility

Job Position

Facility Ownership
Typed
Facility Size6

aFifteen nurses in that category provided additional job responsibilities to that o f being a
charge nurse.
hThree nurses in that category provided additional job descriptions to that o f being a staff

nurse.
cSeventy-two nurses in that category provided specific job descriptions that qualified
the category “Administrator Nurse”.
d,eDue to inconsistencies in survey responses, actual data were obtained from the state agency
for all nurses who responded at each organization.
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There was a fairly equal representation of registered nurses (45%) and licensed
practical nurses (55%) in the study (see Figure 5.2).

IRN
ILPN

Figure 5.2 Frequency Distribution: Job Title (N= 656).
A large proportion of licensed nurses have worked in their facility between 5 to 9
years (23%) and more than 10 years (29%) (see Figure 5.3). Those with one year of
experience or less were the smallest group (13%) in the sample.

13%

0<1
■ 1 to 2
□ 2 to 4
□ 5 to 9
P10s

Figure 5.3 Frequency Distribution: Years in Facility (N= 656).
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The two largest groups by job position were staff nurses (37%) and charge nurses
(35%), and 28% were from other positions: administrative nurses (19%), Directors of
Nursing (5%), and other nurses (4%) (see Figure 5.4).

4%

5%

II DON
H Adm inistrative
□ C harge
□ Staff
■ O ther

Figure 5.4 Frequency Distribution: Job Position (N= 656).

Participation by facility ownership type was fairly equal, with 40% of licensed
nurses working in for-profit facilities, 33% in non-profit facilities, and 27% in
government facilities (see Figure 5.5).

B For-profit
■ Non-profit
□ G overnm ent

33%

Figure 5.5 Frequency Distribution: Facility Ownership Type (N= 656).
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Over half of licensed nurses (59%) worked in facilities with 100-199 beds, 27%
worked in facilities that had between 50 and 99 beds, and only 15% worked in facilities
with 200 beds or more (see Figure 5.6).

□ 50-99
■ 100-199

□ >200

Figure 5.6 Frequency Distribution: Facility Size (N= 656).

Table 5.2 provides a breakdown by job title. The majority of RNs (94%) and
LPNs (93%) were female. Over half of LPNs (52%) were staff nurses, whereas the
largest proportion of RNs were in administrative (34%) and charge nurse positions
(33%). Over half o f both RNs and LPNs have worked for more than 5 years in a facility.
There was a fairly equal representation of both groups by facility ownership type and
size.
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Table 5.2
Demographic, Job, and Facility Characteristics of Respondents by Job Title:
Frequencies (N = 656)

Variables
Gender

Female
Male
<25 years
Age Group
25-34 years
35-44 years
44-53 years
>54 years
Years in
<1 year
Facility
1-2 years
3-4 years
5-9 years
>10 years
Job Position DON
Admin. Nurse
Charge Nurse
Staff Nurse
Other
For-profit
Facility
Ownership
Non-profit
Type
Government
Facility Size 50-99 beds
100-199 beds
>200 beds

Registered Nurses
(n = 2 9 8 )
Frequency
280
18
4
28
61
115
90
37
59
48
77
77
29
101
99
58
11
119
92
87
87
171
40

%
93.96
6.04
1.34
9.40
20.47
38.59
30.20
12.42
19.80
16.11
25.84
25.84
9.73
33.89
33.22
19.46
3.69
39.93
30.87
29.19
29.19
57.38
13.42

Licensed Practical
Nurses
(n = 3 5 8 )
Frequency
%
333
93.02
25
6.98
16
4.47
13.97
50
18.44
66
127
35.47
27.65
99
13.41
48
72
20.11
54
15.08
74
20.67
110
30.73
2
0.56
23
6.42
129
36.03
186
51.96
18
5.03
141
39.39
124
34.64
93
25.98
89
24.86
213
59.50
15.64
56

Survey Item Analysis

The survey assessment is a framework that consists of several constructs. At the
most basic level survey items provide specific feedback of nurses’ perceptions about their
organization as well as work attitudes. The questionnaire (see Appendix D) was primarily
comprised of 5-point and 6-point Likert-type scales. For each item, employees were
asked to indicate how strongly they agreed or disagreed that the item described the
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organization or their attitudes. In order to avoid communicating a false sense of precision
and increase clarity and meaningfulness of response categories, the categories have been
collapsed. Thus, the work attitude response categories “strongly agree” and “agree” and
the categories “strongly disagree” and “disagree” were collapsed into broader categories
of “agreement” and “disagreement”. The ethical climate response categories “completely
false and mostly false” and the categories “mostly true” and “completely true” were
collapsed into broader categories of “truth” and “falsehood” respectively.
Table 5.3 provides a summary of frequency distributions, means, standard
deviations, and scale reliabilities of perceived organizational support, job satisfaction,
organizational commitment, turnover intention and the control variables. The initial alpha
coefficients of the variables exceeded the minimum standard of 0.7 recommended by
Nunnally (1978) except for the over-claiming scale (0.59). The reliability test for those
variables was preliminary since one of the goals of this study was to assess the
unidimensionality of the constructs using CFA procedure.

Perceived Organizational Support. A review of the individual items of the
construct POS, in Table 5.3, shows that licensed nurses, in general, strongly agreed or
agreed that their organization was concerned for its employees (52%) and provided help
(50%). The two issues that licensed nurses were less likely to strongly agree or agree
were that their goals and values were considered by the organization (36%) and that the
organization w as proud o f their accom p lish m en ts (38% ).
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Table 5.3
Frequency Distributions, M eans, Standard D eviations and Initial Scale R eliabilities o f PO S, OC, JS, TI and
Control Variables ( N = 656)
Items
P erceived Organizational Support (POS)

POS-1: organization cares about my well-being
POS-2: organization considers my goals and values
POS-3: organization shows little concern for me (R)
POS-4: organization helps if I need a favor
POS-5: help is available when I have a problem
POS-6: organization proud o f my accomplishments

SD/D*
%
26.07
31.55
25.61
22.71
25.30
26.37

v.:.tN* 7

A/SA*
%
45.27
35.52
51.98
50.15
46.49
38.41

M

SD

Range

%
28.66
32.93
22.41
27.13
28.20
35.21

3.21
3.00
3.36
3.31
3.25
3.12

1.14
1.08
1.19
1.09
1.10
1.09

1 -5
1 -5
1 -5
1 -5
1 -5
1 -5

7.47
21.34
56.71
23.63
13.41
13.72
31.71
26.37
6.86

15.70
24.85
23.02
23.78
28.05
30.49
30.95
30.03
20.73

76.83
53.81
20.27
52.59
58.54
55.79
37.35
43.60
72.41

3.94
3.43
2.50
3.34
3.56
3.56
3.05
3.20
3.86

.91
1.15
1.10
1.09
1.02
1.05
1.18
1.13
.92

1 -5
1 -5
1 -5
1 -5
1 -5
1 -5
1 -5
1 -5
1 -5

10.37
13.11
9.76
40.70

23.32
35.06
10.37
23.32

66.31
51.83
79.88
35.98

3.73
3.49
3.99
2.89

.95
.92
.95
1.22

1 -5
1 -5
1 -5
1 -5

.91

.91

Organizational Commitment (OC)

OC-1: willing to help organization succeed
OC-2: talk up organization to friends as a great place
OC-3: accept any type of job assignment to stay
OC-4: my values and organization’s values are similar
OC-5: proud to tell others I am part o f organization
OC-6: glad I chose this organization over others
OC-7: the best o f all possible organizations
OC-8: organization inspires me to perform
OC-9: really care about the future o f this organization

.82

Job Satisfaction (JS)

JS-1:
JS-2:
JS-3:
JS-4:

find real enjoyment in job
like my job better than most nurses do
seldom bored with job
would not consider taking another job

a

223
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Table 5.3 - Continued
Items
JS-5: most days enthusiastic about job
JS-6: feel fairly well satisfied with my job

SD/D
12.50
17.23

:>::;N ; y
21.65
20.73

A/SA
65.85
62.04

:

M

SD

Range

3.66
3.51

.96
.99

1 -5
1 -5

2.57
2.65
2.55
3.32
1.09
.07
.45
.05
.19
.34
.04
.03
.11
.19
.29
.13
.16
.23
.33
.27
.26
.14

1.32
1.33
1.33
1.33
.27
.25
.49
.21
.39
.48
.21
.17
.32
.40
.45
.34
.36
.42
.47
.45
.44
.35

1 -5
1 -5
1 -5
1 -5
1-3.2
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1
0 -1

.88

Turnover Intention (TOI)

TOI-1: probably look for a new job in the next year
TOI-2: often think about quitting
TOI-3: very likely to look for a job in the next year
Job Opportunity: other facilities tried to recruit me

a

52.74
51.83
53.20
32.16

22.56
18.45
21.95
10.52

24.70
29.73
24.85
57.32

O ver-claim ing Scale (OVC)

Gender3
Job Titleb
Job Position: Director o f Nursing (DON)
Job Position: Administrative Nurse
Job Position: Charge Nurse
Job Position: Other
Age Group: <25
Age Group: 25-34
Age Group: 35-44
Age Group: 54 >
Years in Facility: 1-2
Years in Facility: 3 4
Years in Facility: 5-9
Facility Ownership Type: Non-profit
Facility Ownership Type: Government
Facility Size: 50-99
Facility Size: 200 >

.59

"Gender: Male = 1, Female = 0. bJob Title: RN = 1, LPN = 0.
*Abbreviations: SD/D = Strongly Disagree/Disagree, N = Neutral, A/SA= Agree/Strongly agree.
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Figure 5.7 also shows that nurses tended to perceive support from their organization more
positively than negatively. The lowest average score given was for “the organization
considers my goals and values”, 3.0 with a standard deviation of 1.09.

EHorganization proud of
my accomplishments
■ help is available
when I have a
problem
□ organization helps if I
need a favor
□ organization shows
little concern for me
____________________

« organization
(R) •
■
considers my goals

Figure 5.7 Means Scores of POS (N = 656).

Construct: Job Satisfaction. In general, licensed nurses strongly agreed or
agreed that they were fairly well satisfied with their job (62%) and were enthusiastic
about their job most days (66%). The majority of licensed nurses also strongly agreed or
agreed that they were seldom bored with their job (80%). However, 41% of licensed
nurses strongly disagreed or disagreed with the statement “would not consider taking
another job”. Figure 5.8 shows that on the latter issue the average score was 2.9 with a
standard deviation of 1.2.
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9 feel fairly well
satisfied with my job
■ most days enthusiastic
about job
□ would not consider
taking another job
□ seldom bored with job

1

2

3

4

5

■ like my job better
than most nurses do
■ find real enjoyment in
job________________

Figure 5.8 Mean Scores of Job Satisfaction (N = 656)

Organizational Commitment. The majority of licensed nurses strongly agreed or
agreed that they were willing to exert great effort to help their organization succeed
(77%) and that they really cared about the future of their organization (72%). Over half
also strongly agreed or agreed that they were proud to tell others that they were part of
that organization (59%) and were glad that they chose this organization over others being
considered (56%). However, licensed nurses strongly disagreed or disagreed that they
would accept almost any type of job assignment to stay with the organization (57%). The
latter is evident in Figure 5.9, which shows that the mean score for this item is 2.5 with a
standard deviation of 1.1.
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■ really c are a bout the future of
this organization
□ organization inspires m e to
perform a t high levels
■ the b e s t of all possible
organizations for which to work
B glad I c h o se this organization
over oth ers being considered
■ proud to tell oth ers th at I am
part of this organization
□ m y values and the
organization’s values a re very
similar
□ a c c e p t alm ost any type of job
a ssig n m en t to stay with
organization
■ talk up organization to friends
a s a g re at place to work

_________________________________ 1 3 9

O willing to put forth g re at effort
to help organization su c c ee d

- T -

2

1

Figure 5.9 Mean Scores o f Organizational Commitment (N = 656).

Turnover Intention. Over half of licensed nurses strongly disagreed or disagreed
that they would look for a new job in the next year (53%); that they often thought about
quitting (52%); or that they were very likely to actively look for a new job in the next
year (53%). The mean scores in Figure 5.10 illustrate the latter disagreement.
□ very likely to actively
look for a new job in
the next year
■ often think about
quitting
B probably look for a

new job in the next
year______________
1

2

3

4

5

Figure 5.10 Mean Scores of Turnover Intention (N = 656).
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Opportunity. Fifty-seven percent of licensed nurses strongly agreed or agreed that
other facilities have tried to recruit them in the last six months (see Figure 5.11).

■ Strongly agree/Agree

32

■ Neutral
57%

□ Strongly
disagree/Disagree

Figure 5.11 Frequency Distribution of Job Opportunity
(N = 656).

Over-claiming. Table 5.3 shows that, with a mean score of 1.1 and a standard
deviation of 0.27, licensed nurses were not familiar with the fake items.

Ethical Climates. Table 5.4 shows that the initial alpha coefficients of the ethical
climate dimensions, as proposed by Victor and Cullen (1988), exceeded the minimum
standard of 0.7 recommended by Nunnally (1978), except for the independence climate
(a = 0.61).
Frequency distributions in Table 5.4 also indicate that the majority of licensed
nurses (78%) found as completely true and mostly true the statement that “it is expected
to always do what is right for the customers and public”.
On the issue of adherence to the law and code in the organization, the majority of
licensed nurses found as completely true or mostly true statements such as “people in the
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organization are expected to comply with the law and professional standards” and
“people are expected to strictly follow legal and professional standards”, 71% and 73%
respectively.
Although 67% o f licensed nurses stated as completely or mostly true that people
in the organization “should stick to rules and procedures,” only 34% of them reported as
completely true or mostly true that people in their organization “strictly obey the
organization’s policies”.
Over half of licensed nurses (52%) found completely or mostly false the statement
that “each person in the organization decides for themselves what is right and wrong”.
Also, a large percentage of licensed nurses declared as completely or mostly false
statements such as “people are expected to do anything to further the organization’s
interests, regardless of consequences” and “work is considered substandard only when it
hurts the organization’s interests, 48% and 41% respectively. Nevertheless, 43% of
licensed nurses reported as completely true or mostly true that the major responsibility in
their organization was to control costs. Additionally, 54% of licensed nurses reported as
completely true or mostly true that everyone in their organization was “expected above
all to work efficiently.”

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 5.4
Frequency Distributions, Means, Standard Deviations and Initial Scale Reliabilities of Ethical Climate Dimensions
(TV=656)
Items*
1. Caring

BL-1: what is best for everyone is the consideration here
BI-2: major concern is always what is best for the other
BL-3: the most important concern is the good o f all
BI-4: people look out for each other’s good
BC-5: it is expected to do what is right for the customers
EC-6: the most efficient way is always the right way
EC-7: each person is expected to work efficiently
2. Law & Code
PC-1: expected to follow legal or professional standards
PC-2: expected to comply with the law and standards
PC-3: first consideration is whether a decision violates
law
PC-4: law or ethical code o f profession is consideration

m

SD

Range

%
27.59
31.25
33.23
30.49
77.90
19.66
54.42

3.47
3.79
3.69
3.65
5.07
3.30
4.49

1.42
1.35
1.43
1.41
1.10
1.35
1.18

1 -6
1 -6
1 -6
1 -6
1 -6
1 -6
1 -6

16.16
19.21

72.87
70.88

4.98
4.88

1.18
1.12

23.78

56.86

4.52

1.30

1 -6
1 -6
1 -6

c f / m f **

; LfSF-'L

ST

%
28.20
18.14
21.80
23.02
3.51
28.66
6.10

%
18.45
20.27
19.82
15.85
5.34
25.61
11.28

%
25.76
30.34
25.15
30.64
13.26
26.07
28.20

5.79
5.18
10.52

CT/M

;

.80

.80
5.18
4.73
8.84
6.71

9.91

27.29

56.10

4.51

1.20

1 -6

8.84
15.70
5.49
17.07

7.93
17.53
5.34
17.84

23.48
28.35
22.56
30.64

59.76
38.41
66.62
34.45

4.56
3.92
4.77
3.82

1.23
1.30
1.13
1.28

1 -6
1 -6
1 -6
1 -6

52.44
14.94
29.57
22.41

16.01
14.63
22.41
25.61

18.90
38.41
29.57
33.54

12.65
32.01
18.45
18.45

2.69
3.88
3.27
3.43

1.43
1.20
1.30
1.23

1 -6
1 -6
1 -6
1 -6

.81

3. Rules

PL-1: it is important to follow rules and procedures
PL-2: successful people go by the book
PL-3: expected to stick by rules and procedures
PL-4: people strictly obey the organization’s policies

.61

4. Independence

PI-1: each person decides what is right & wrong
PI-2: people are guided by their own personal ethics
PI-3: follow their own personal and moral beliefs
PI-4: consideration is person’s sense o f right & wrong

a
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Table 5.4-Continued

Variable

CF/MF

SF

EL-1: concerned with org.’s interests to exclusion o f else
EI-2: no room for one’s own personal morals or ethics
EI-3: people are mostly out for themselves
EI-4: people protect their own interests above all else
EL-5: work is substandard when it hurts org.’s interests
EL-6: expected to do anything to further org.’s interests
EC-7: major responsibility to control costs

%
30.49
34.45
35.37
29.42
41.46
47.56
12.20

%
21.65
29.12
18.75
21.04
17.23
20.58
13.57

5. Instrumental

"ST/;■
■- " c f e
MT
%
%
29.27
18.60
21.95
14.48
25.30
20.58
24.85
24.70
20.43
20.88
13.26
18.60
43.14
31.10

M

SD

3.31
3.09
3.32
3.42
3.10
2.77
4.20

1.35
1.29
1.53
1.48
1.56
1.48
1.34

Range

a

.80
1 -6
1 -6
1 -6
1 -6
1 -6
1 -6
1 -6

*Abbreviations for the theoretical ethical climate dimensions are as follows: B = benevolence, P = principle, E = egoism,
I = individual, L = local, C = cosmopolitan. Items are from the Ethical Climate Questionnaire (Victor & Cullen, 1988, p. 112).
** Abbreviations: CF/MF = completely false/mostly false, SF = somewhat false, ST =somewhat true, CT/MT = completely true/mostly
true, org. = organization.

K>
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Contingency Analysis

Although frequency distributions and mean scores provide important information
regarding licensed nurses’ perceptions of organizational aspects as well as reports of
work attitudes, bivariate frequency distributions allow the researcher to address possible
relationships at the nominal and ordinal level (Meier & Brudney, 2002). For example, are
RNs more likely to perceive their organization as supportive than LPNs? How do
licensed nurses’ perceptions of organizational support compare across different sector
facilities? Gaining understanding of such relationships would provide important
information to facility administrators. The variables ‘job title’ and ‘facility ownership
type’ were selected as independent variables in the cross-tabulation.

Perceived Organizational Support

Between-group comparisons revealed that LPNs were significantly (% (2, N =
656) = 13.55; p < .001; Cramer’s V = .14) less likely to strongly agree or agree on the
issue that “the organization cares about their well-being” (39%) as compared to RNs
(53%). Similarly, LPNs were significantly (%2 (2, N = 656) = 13.08; p < .001; Cramer’s V
= .14) less likely to strongly agree or agree with the statement that the organization
showed concern for them (46%) as compared to RNs (59%). LPNs were also
significantly (y2 (2, N = 656) = 13.76; p < .001; Cramer’s V = .14) less likely to strongly
agree or agree that the organization helped if they needed a favor (44%) as compared to
RNs (57%). Finally, 43% of RNs strongly agreed or agreed that their organization was
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proud of their accomplishments as compared with 34% of LPN (%2 (2, N = 656) = 6.26; p
< .04; Cramer’s V = .10) (see Table A.l in Appendix A).
Differences in licensed nurses’ opinions by facility ownership type were also
present (see Table A.3 in Appendix A). In general, licensed nurses in non-profit SNFs
expressed significantly stronger beliefs on each item of the construct ‘perceived
organizational support’ than nurses in for-profit and government SNFs. For example, on
the issue “the organization shows concern for me”, 61% of licensed nurses in non-profit
SNFs strongly agreed or agreed that to be the case as compared to 46% of licensed nurses
in for-profit SNFs and 50% of licensed nurses in government SNFs (% (4, N = 656) =
14.30; p < .01; Cramer’s V = .10). On the issue of “organization cares about my well
being”, again, licensed nurses in non-profit SNFs were significantly more likely to
strongly agree or agree (57%) as compared to 37% of licensed nurses in the for-profit
SNFs and 44% of licensed nurses in government SNFs (%2 (4, N = 656) = 23.37; p < .001;
Cramer’s V = .13).

Ethical Climates

Results (see Table A.2 in the Appendix A) revealed that 24% of LPNs were
significantly more likely to find the statement “people are concerned with the
organization’s interests to exclusion of all else” as completely or mostly true as compared
to RNs (12%) (x2 (3, N = 656) = 16.53;p < .001; Cramer’s V - .16). RNs were
significantly more likely to describe as completely or mostly false the statement that
“there is no room for one’s own personal morals or ethics in this organization” (40%) as
compared to LPNs (30%) (%2 (3, N = 656) = 12.57;p < .01; Cramer’s V = .14).
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Licensed nurses in for-profit SNFs were more likely to find as completely or
mostly false the statement “what is best for everyone in this organization is a major
consideration here” (35%) as compared to licensed nurses in non-profit (19%) and
government SNFs (28%) (%2 (6, N = 656) = 16.78; p < .01; Cramer’s V = .11) (see Table
A.4 in the Appendix A). Licensed nurses in government SNFs were significantly more
likely to describe as completely or mostly false the statement “each person in the
organization decides for themselves what is right and wrong” (59%) as compared to those
in non-profit SNFs (48%) (%2 (6, N = 656) = 14.10;/? < .03; Cramer’s V = .10). Licensed
nurses in non-profit SNFs were significantly less likely to find as completely or mostly
true the statement “in this organization people are mostly out for themselves” (19%) as
compared to licensed nurses in profit (27%) and government SNFs (31%) (%2 (6, N =
656) = 14.1; p < .03; Cramer’s V = .10). Finally, licensed nurses in profit SNFs were
significantly more likely to find as completely true or mostly true the statement “the
major responsibility in this organization is to control costs” (54%) as compared to
licensed nurses in the non-profit (39%) and the government SNFs (33%) (% (6, N = 656)
= 21.19; p < .002; Cramer’s V = .13).

Job Satisfaction

Between-group comparisons revealed that RNs were significantly more likely to
strongly agree or agree that they were enthusiastic about their jobs most days (73%) as
compared to LPNs (60%) (%2 (2, N = 656) = 12.98;p < .002; Cramer’s V = .14) (see
Table A.l in Appendix A). Similarly, RNs were significantly more likely to strongly
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agree or agree that they were fairly well satisfied with their job (69%) as compared to
LPNs (57%) (x2 (2, N = 656) = 9.66;p < .01; Cramer’s Y = .12).
Licensed nurses in the government (69%) and non-profit (65%) SNFs were more
likely to strongly agree or agree that they were fairly well satisfied with their jobs as
compared to nurses in for-profit SNFs (55%) (x2 (4 ,7V= 656) = 13.86,p< .01; Cramer’s
V = .10) (see Table A.3 in the Appendix A).

Organizational Commitment

RNs were significantly more likely to strongly agree or agree that they would
describe their organization to friends as “a great place to work” (59%) as compared to
LPNs (50%) (x2 (2, N - 656) = 6.24;p < .04; Cramer’s V = .10) (see Table A.l in the
Appendix A).
Licensed nurses in non-profit and government SNFs demonstrated greater
commitment to their organizations as compared to nurses in for-profit SNFs; differences
were significant for all items of the construct OC except item one (see Table A.3 in
Appendix A). For example, on the issue, “the best of all possible organizations for which
to work” licensed nurses in for-profit facilities were less likely to strongly agree or agree
(29%) as compared to licensed nurses in non-profit (43%) and government SNFs (44%)
(X2 (4, N = 656) = 25.23,p< .001; Cramer’s V = .14). On the issue, “my values and
organization’s values are similar” licensed nurses in for-profit SNFs were more likely to
strongly disagree or disagree (57%) as compared to licensed nurses in non-profit (20%)
and government SNFs (23%) (x2 (4, N = 656) = 30.09, p< .000; Cramer’s V = .15).
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Turnover Intention

Between-group comparisons revealed that LPNs were significantly more likely to
strongly agree or agree that they would actively look for a new job in the next year (27%)
as compared to RNs (23%) (%2 (2, N = 656) = 6.15; p < .05; Cramer’s V = .10) (see Table
A.l in Appendix A).
Licensed nurses in for-profit SNFs were more likely to look for a new job or think
about quitting as compared to licensed nurses in the other two types of SNFs. On the
other hand, licensed nurses in government SNFs were least likely to consider leaving
their facilities. All differences were significant (see Table A.3 in Appendix A). For
example, licensed nurses in for-profit (33%) and non-profit (27%) SNFs were more likely
to strongly agree or agree that they would probably look for a new job in the next year as
ij

compared to licensed nurses in government SNFs (13%) (% (4, N = 656) = 22.50, p<
.001; Cramer’s V = . 10).

Opportunity

Sixty-eight percent of RNs were more likely to strongly agree or agree that other
facilities have tried to recruit them than LPNs (50%) (%2 (2, N = 656) = 20.43,p< .001;
Cramer’s V = .18) (Table A.1 in Appendix A).
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Confirmatory Factor Analysis

Structural equation modeling (SEM) involves both a measurement theory and a
structural theory. A measurement theory specifies how measured variables, logically and
systematically represent constructs involved in a theoretical model (Hair et al., 2006). A
structural theory, on the hand, describes relationships between the constructs themselves
and indicates the amount of unexplained variance (Diamantopoulos & Siguaw, 2006, p.
4).
CFA was used to provide a confirmatory test of the measurement theory. In
measurement theory, the key relationships link constructs to variables (through loading
estimates or A,) and constructs to each other (construct correlations or <f>). CFA then
estimates these relationships (Hair et al., 2006).
This section continues the discussion of CFA from the previous chapter by
describing a four-stage decision process: (1) issues in research design, (2) defining
individual constructs, (3) specifying individual and overall measurement models, and (4)
assessing overall measurement model validity.

Stage 1: Issues in Research Design

CFA requires careful consideration of factors affecting the research design
necessary for a successful CFA analysis. Hair et al. (2006) point out that issues related to
missing data and sample size can have a profound effect on results.
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Missing Data

Missing data are a common problem in applied research settings (Enders, 2001;
Davey, Savla, & Luo, 2005). There is growing recognition that failure to address issues
of missing data can lead to biased parameter estimates and incorrect standard errors
(Little & Rubin, 1989-1990; Schafer & Olsen, 1998). In analyzing missing data, this
study follows the four-step process suggested by Hair et al. (2006), which addresses (1)
the type and extent of missing data, (2) identification of missing data processes, and (3)
available remedies for accommodating missing data into multivariate analyses.

Type and Extent of Missing Data. The type of missing data involved in the
current research can be classified as not ignorable, that is to say, the missing data
occurred due to reasons not accounted for in the research design: non-response by the
respondents (Hair et al., 2006). One example is respondents’ refusal to respond to certain
ethical climate questions, which is common in questions of a sensitive nature, or
instances when respondents had insufficient knowledge to answer the facility ownership
status and facility size. Given that the missing data in the study are not ignorable, the
primary issue was to determine whether the extent of missing data was low enough to not
affect the results (Hair et al., 2006).
According to Hair et al. (2006), the most direct means of assessing the extent of
missing data is by tabulating (1) the percentage of variables with missing data for each
case, and (2) the number of cases with missing data for each variable. The percentage of
missing data for each variable was considerably low, i.e., below 2% (see Table 5.9) and
no variable deletion was necessary.
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Table 5.9

Variables with Highest Percentage of Missing Values
Variable
OVC1
OVC4
OVC5
OVC2
OVC3
Title
Indep2
Indep4
POS2
Job Position
OC5

# Missing
9
9
9
8
8
7
5
5
4
3
2

% Missing
1.3
1.3
1.3
1.1
1.1
1.0
0.7
0.7
0.6
0.4
0.3

The amount of missing data per case was also tabulated. Hair et al. (2006, p. 55)
suggest that before proceeding to the formalized methods of diagnosing randomness, the
researcher should consider the simple remedy of deleting offending cases and/or
variables with excessive levels of missing data and nonrandom patterns. Ten cases with
excessive levels of missing data on both metric and nonmetric variables for an individual
case were identified and deleted.
Further analysis of the number of missing data per case conducted revealed that
the extent of missing data was below 10 percent, the vast majority of the missing values
(5.78%) were Is and 2s for an individual case or observation (see Table 5.10), and no
observable nonrandom patterns were identified by the test of missing data patterns
conducted in STATA 8.2 (see Table 5.11)
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Table 5.10

Summary of Cases for Reduced Sample
Number of Missing
Data per Case
0
1
2
3
4
5
Total

Number of Cases

Percent of Sample

656
33

92.52
4.65
1.13
0.42
0.14
1.13
100.00

8

3
1
8

709

Identification of Missing Data Processes. A higher level of randomness is
termed missing completely at random (MCAR), i.e., the observed values of Y are truly a
random sample of all Y values, with no underlying process that lends bias to the observed
data (Hair et al., 2006, p. 57). According to Hair et al. (2006, pp. 64-72), such a finding
provides two advantages. First, it does not involve any hidden impact on the results that
needs to be considered when interpreting the results.
Second, as a rule of thumb, any of the imputation methods can be applied when
missing data are below

10

percent and no specific nonrandom patterns appeared.

Imputation is the process of estimating the missing value based on valid values of other
variables and/or cases in the sample (Hair et al., 2006, p. 58).

Remedies. Since data were MCAR and below 10 percent, two imputation
approaches were considered: imputation by calculating replacement values (e.g., mean
substitution), and imputation using only valid data (e.g., listwise deletion).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

241

Table 5.11

Patterns of Missing Values
Missing Value

Frequency
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As the level of research questions required aggregating the data, the first approach,
inserting missing values by calculating the mean, was not selected. Furthermore, while it
is true that the mean substitution would have allowed the researcher to avoid a further
reduction of the sample size, several disadvantages of this method could not be ignored
easily: (a) imputation was possible only for the metric data and if the variables were
independent (in the current study both nonmetric and dependent variables had missing
data), (b) it might understate the variance estimates by using the mean value for all
missing data (Hair et al., 2006), (c) the actual distribution of values might be distorted,
and (d) it might depress the observed correlations because all missing data will have a
single value (Hair et al., 2006).
Complete data approach (i.e., listwise deletion) was selected as the most
appropriate approach for this study. It is known to be a “conservative” approach because
it often may result in a loss of 20%-50% of the data (Acock, 2005). The smaller sample
size inflates the standard errors and reduces the level of significance, thus increasing the
risk of a Type II error (Acock, 2005). In the current study, the amount of missing data
was below 10% and the sample was sufficiently large (656 observations) to satisfy the
condition of 15 cases per predictor in a standard ordinary least squares multiple
regression analysis and structural equation modeling (SEM); therefore power was not an
issue (Acock, 2005). In addition, since the missing values were MCAR, the listwise
deletion would give unbiased estimates including unbiased estimates in SEM (Hair et al.,
2006; Acock, 2005). Second, Hair et al. (2006, p. 738) suggest that of the three methods
available for solving the missing data problem in SEM - listwise deletion, pairwise
deletion, and model-based imputation techniques - traditionally, listwise deletion has
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been considered most appropriate. The advantages are that (a) the %2 shows little bias
under most conditions, (b) the effective sample size is known, and (c) it is easy to
implement with any program unlike other approaches (e.g., pairwise deletion can not be
performed with AMOS 6.0). In sum, the listwise solution was considered a reasonable
strategy.

Sample Size

Several considerations may affect the required sample size including the
normality o f data, estimation technique, model complexity, and amount of missing data
(Hair et al., 2006).

Normality o f Data. It was expected that some variables might not adhere
to the normal distribution because of the nature of the data (nominal; Likert-type scales).
For example, the age group variable showed a negatively skewed distribution, with those
of a younger age having lower frequency (see Figure 5.12).

-

CO

-

G:

2

3

4

5

age

Figure 5.12 Univariate Distribution of Age Group (N = 656).
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The variable “years in facility”, showed a negatively skewed almost uniform
distribution (see Figure 5.13).

1

2

3
tenure

4

5

Figure 5.13 Univariate Distribution of Years in Facility (N= 656).

Since most variables in the study were measured by a Likert-type scale adherence
to completely normal distribution would mean that the highest frequency would always
fall in the middle (e.g., the category “neutral” (3) with a scale ranging from 1 = strongly
disagree to 5 = strongly agree). Having the middle category be always the dominating
category is not to be expected (Hair et al., 2006). Figure 5.14 demonstrates that the
distribution of POS, for example, was acceptable.
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Figure 5.14 Univariate Distribution of POS (N= 656).

Analysis of other variables in the study revealed no major departures from
normality. In addition, the sample size (656) was sufficient to allow for the sampling
error’s impact to be minimized (Hair et al., 2006). Hair et al. (2006) note that large
sample sizes (>2 0 0 ) tend to diminish the detrimental effects of nonnormality if it exists.

Estimation Technique. The SEM estimation procedure used in this study is
maximum likelihood estimation (MLE). MLE is considered efficient and unbiased
method when the assumption of multivariate normality is met. Studies comparing MLE
with other techniques showed that MLE was fairly robust even when the normality
assumption was violated (Hair et al. 2006). The limitation of this method is that when the
sample size becomes larger (>400), it may become more sensitive, making goodness-offit measures suggest poor fit (Hair et al. 2006).
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Model Complexity. When the number of constructs is larger than six (in
the present study that number is nine) the sample size must exceed 500 (Hair et al.,
2006). Models with more constructs require more parameters to be estimated. A
minimum sample level for the estimation of SEM is five observations for each estimated
parameter (Hair et al., 2006). A total of 76 parameters were estimated in this study: 38
loading estimates (k), 38 error variance terms (8 5 ), and 36 covariance terms (cp). Thus the
sample size should exceed 560. The sample size of this study was 656; therefore, it meets
the minimum recommended level.

Stage 2: Defining the Individual Constructs

Measurement theory requires that a construct first be defined. A researcher
operationalizes a construct by selecting its measurement scale items and scale type (Hair
et al., 2006; Diamantopoulos & Siguaw, 2006). As a rule of thumb, all constructs must
display adequate construct validity, whether they are new scales or scales taken from
previous research (Hair et al., 2006, p. 781). The current study utilizes pre-established
instruments with established records of validity and reliability. A detailed discussion of
each variable, its conceptualization and operationalization were provided in the
methodology chapter (see Table 4.1).

Stage 3: Specifying the Measurement Model

In this stage, each latent construct to be included in the model is identified and the
measured indicator variables (items) are assigned to the latent constructs. Assignments
can be represented by a series of equations of the form (Hair et al., 2006, p. 776):
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Xi - A-xijE,! + 81
The symbol Xxi,i represents the relationship between the latent factor
measured variable it explains (xi). Because it does not explain it perfectly,

81

£,1

and the

represents

the resulting error. A parameter estimate for the relationship between a construct and a
measured variable (k) is of particular interest. In CFA, X estimates a factor loading.
Unlike regression, several SEM equations are needed to estimate a full model.
Table 5.12 provides a summary of the items per construct and measurement equations for
the variables used in this study. For example, three constructs, namely, rules, law and
code, and independence climate types, were each indicated by four measurement items.
The construct organizational commitment and job satisfaction were each indicated by
nine and four measurement items respectively. Only the construct, turnover intention,
consisted of three items.
Two issues have been considered at this stage including the unidimentionality of
the constructs and the issue of identification.

Unidimensionality o f the Constructs. Unidimensional measures mean that that a
set of measured variables (items) has only one underlying construct. All cross-loadings
are hypothesized to be 0 when unidimensional construct exist (Hair et al. 2006). In
addition, when a measurement model also hypothesizes no covariance between or within
construct error variances, meaning they are all fixed at zero, the measurement model is

said to be congeneric (Hair et al., 2006, p. 783).
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Table 5.12
Observed Items and Constructs Used in CFA and Formal Specification

Formal Specification:
X, = W ; i +8!

Construct

Item

Scale Type

Perceived
Organizational
Support

6 items
POS1-POS6

1-5 Likert
Strongly Disagree- Strongly Agree

POS1 = /(P O S , error)
POS2 = /(P O S , error), etc.

7 items
Caring 1 - Caring7
4 items
Lawl - Law4
4 items
Rulel - Rule4

1-6 Likert
Completely False-Completely True
1-6 Likert
Completely False-Completely True
1-6 Likert
Completely False-Completely True

4 items
Indepl - Indep4

1-6 Likert
Completely False-Completely True

7 items
Egol - Ego7
6 items
JS1 - JS1
9 items
O C 1-O C 9
3 items
TOI1 - TOD

1-6 Likert
Completely False-Completely True
1-5 Likert
Strongly Disagree-Strongly Agree
1-5 Likert
Strongly Disagree-Strongly Agree
1-5 Likert
Strongly Disagree-Strongly Agree

Caring 1 = / (Caring, error)
Caring2 = / (Caring, error), etc.
Lawl = /(L aw , error)
Law2 = / (Law, error), etc.
Rulel = / (Rule, error)
Rule2 = / (Rule, error), etc.
Indepl =/(Independence, error)
Indep2 = / (Independence, error),
etc.
Egol = / (Ego, error)
Ego2 = / (Ego, error), etc.
JS1 = /(J S , error)
JS2 = /(J S , error), etc.
OC1 = / ( OC, error)
OC2 = / (OC, error), etc.
TOI1 = /(T O I, error)
TOD = / (TOI, error), etc.

Caring*
Law and Code*
Rules*
Independence*
Instrumental*
Job Satisfaction
Organizational
Commitment
Turnover
Intention

248

249

Identification (Items per Construct). When specifying the number of items per
construct, Hair et al. (2006, p. 786) suggests that (a) four indicators should be used
whenever possible (an overidentified model), (b) three indicators per construct (a justidentified model) is acceptable, particularly when other constructs have more than three
items, and (c) constructs with fewer than three indicators (underidentified model) should
be avoided. However, even though a two-item construct CFA is underidentified in its
own, an overidentified CFA model may result when this construct is integrated into the
overall measurement model.
Hair et al. (2006, p. 737) point out that, even with well-established scales, the
researcher must still confirm the validity and unidimensionality of the constructs because
unresolved problems at this stage can affect the entire analysis.
The adequacy of the measurement model for each construct as well as the overall
measurement model will be discussed next.

Perceived Organizational Support. The original measurement model of POS is a
single factor model comprised of six indicators (see Figure 5.15). Table 5.13 displays the
overall fit summary provided in the CFA output. The model

%2

is 38.17 with 9 degrees of

freedom. The / 7-value associated with this result is .000. This / 7-value is significant using
a Type I error rate o f .05, which is to be expected given the large sample size (N= 656).
However, the other fit statistics indicated that the model was acceptable (RMSEA = .07;
Standardized RMR = .02; CFI = .99; GFI = .98). The CFA results suggest that the POS
measurement model provides a reasonably good fit. As a rule of thumb, standardized
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loading estimates should be .50 or higher, and ideally .70 or higher (Hair et al., 2006, p.
779). POS loading estimates were above the .70 cutoff.

.7 7

pos 1

p os2
po s3 r

Perceived
rganizational)
Jp port

C h i-sq u a re = 3 8 .1 7 4

( d f = 9, p = . 0 0 0 )

S ta n d a rd iz e d RMR -.0 2 0
R M S EA = .0 7 0

C FI = . 9 8 8
GFI = .980

Figure 5.15 POS Measurement Model Path Diagram.

Job Satisfaction. The original model of job satisfaction was a single factor
model comprised of six indicators. Figure 5.16 shows that the chi-square value of 19.19
with 9 degrees of freedom was significant at p< .02, meaning that the null hypothesis of a
good fit to the data can be rejected. The other fit statistics, however, suggested that the fit
of the model was good (RMSEA= .04; SRMR = .02; CFI = .99; GFI = .99).
Table 5.14 shows that three of the estimates fall below the .70 cutoff although only one
falls below the less conservative .50 cutoff (JS3) with considerably low item reliability
(R2 = .17). Further diagnostics revealed no problems with the items in the model.
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Table 5.13
POS CFA Standardized Loadings, r-Values, Indicator Reliabilities, Error Variance, and
Fit Statistics
Fit
Statistics

Indicator
Reliability

Error
Variance

POS1

.8 8

25.58

.77

.30

Chi-square =

POS2

.83

23.80

.69

.36

38.174

POS3 (R)

.73

20.30

.54

.65

(,df= 9, p =.000)

POS4

.76

21.39

.58

.49

SRMR = .02

POS5

.78

21.84

.60

.48

RMSEA = .07

—

.64

.43

CFI = .99

POS6

o

t-Value

00

Completely
Standardized
Loadings

Indicators

GFI = .98
Note: All t-values were significant atp = .001 (two-tailed). R = reverse coded.

©
tisfacb

C h i-s q u a re = 1 9 .1 9 0

(df = 9, p = .0 2 4 )

S ta n d a rd iz e d RM R = .0 1 9
R M S E A = .042

CFI = .992
GFI = .9 9 0

Figure 5.16 JS Measurement Model Path Diagram.
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Table 5.14

JS CFA Standardized Loadings, f-Values, Indicator Reliabilities, Error Variance, and
Fit Statistics

JS1

Completely
Standardized
Loadings
.77

JS2

.59

14.94

.35

.55

JS3

.42

10.18

.17

.74

JS4

.56

14.02

.31

1.03

JS5

.83

21.45

.69

.29

JS 6

.79

.63

.36

Indicators

f-Value

Indicator
Reliability

Error
Variance

20.06

.60

.36

—

Fit
Statistics
Chi-square =
19.190
(df= 9 ,p = .02)
Standardized
RMR - .02
RMSEA = .04
CFI = .99
GFI = .99

Note: All ^-values were significant at p = .001 (two-tailed).

Organizational Commitment. The original model of OC was a single factor model
comprised of nine indicators. Figure 5.17 shows that the chi-square value of 191.66 with
27 degrees of freedom was significant at p< .000. The other fit statistics indicated that the
model was not acceptable (RMSEA= .096; SRMR = .04; CFI = .95; GFI = .94). The
completely standardized loadings of the items OC1 and OC3 were slightly above the .50
cutoff point and thus, were the primary suspects. Further diagnostics revealed a high
standardized residual between OC1 and OC9 (4.417), which was greater than the |4.0|
threshold and suggested unacceptable degree of error (Hair et al., 2006, p. 800).
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O r g a n iz a tio n a l
C o m m itm en t

Chi-square = 191.663 (df = 27, p = .000)
Standardized RMR =.040
RMSEA = .096

CFI = .951
GFI = .943

Figure 5.17 OC Measurement Model Path Diagram.

The modification index for the OC1-OC9 error term was 60.23 providing further
evidence that OC1 (i.e., “I am willing to put in a great deal of effort beyond that normally
expected in order to help this organization be successful.”) needed to be dropped. Table
5.15 shows the final statistic for the organization commitment measurement model. The
chi-square value of 68.787 with 20 degrees of freedom was significant at p< .000. The
absolute and relative indexes suggested that the fit of the model was good (RMSEA =
.06; SRMR = .02; CFI = .98; GFI = .97) (see also Figure 5.18).
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Table 5.15

OC CFA Measurement Model Statistics

OC2

Completely
Standardized
Loadings
.85

OC3

.52

14.03

.27

.88

68.787

OC4

.67

19.12

.44

.6 6

(df =2 0 , p =.0 0 0 )

OC5

.8 8

29.25

.78

.23

Standardized

OC 6

.78

24.04

.61

.43

RMR = .024

OC7

.78

23.98

.61

.54

RMSEA = .061

OC 8

.82

26.00

.6 8

.41

CFI = .984

OC9

.6 6

18.92

.44

.48

GFI = .974

Indicators*

t-Value
—

Fit
Statistics

Indicator
Reliability

Error
Variance

.72

.37

Chi-square =

Note: All /“-values were significant atp = .001 (two-tailed).
*Item OC1 o f Organization Commitment Questionnaire removed.

Turnover Intention. The original measurement model of turnover intention
was a just-identified model, because the number of the data variances and covariances
equals the number of parameters to be estimated. According to Hair et al. (2006),
unidimentionality of any construct with fewer than four items indicators cannot be
determined separately and can only be established relative to other constructs. Therefore,
the CFA for turnover intention was conducted simultaneously with all previously
identified measurement models. As Figure 5.19 shows the initial measurement estimation
of the model with turnover intention and the other constructs did not fit well.
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Organizational

Commitment

Chi-square = 68.787 (df = 20, p = .000)
Standardized RMR =.024
RMSEA = .061

CFl = .984
GFI = .974

Figure 5.18 OC Measurement Model Path Diagram after Discarding OC1.

The chi-square value was 967.787 with 224 degrees of freedom and was
statistically significant p = .000. The other fit statistics also indicated that the model was
not acceptable (RMSEA= .07; SRMR = .06; CFI = .93; GFI = .8 8 ). Three items had to be
removed from the model based on diagnostics, namely, items TOI2, JS3, and JS4.
Specifically, item removal was based on the following justification: (1) JS3 (i.e., “I am
seldom bored with my job.”) had a statistically significant loading estimate of .40, which
was below the less conservative .50 criteria to qualify as a good item. In addition, it had
low item reliability of .16 and residual covariance estimate with OC9 (3.009), which was
above |2.5| (Hair et al., 2006, p. 800). (2) JS4 had a relatively adequate
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Figure 5.19 OC, JS, POS, and TOI Combined Measurement Model Path Diagram.
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standardized loading of .64, which was still below the ideal .70. However, as shown in
Table 5.16 this item displayed standardized residuals greater than |4.0| with the three
items of TOI, which could mean that JS4 (i.e., “I would not consider taking another job.”)
also measured turnover intention. The item also had a relatively high residual with OC7
(3.103). Finally, a very high modification index for error term estimates was found
between it and TOI (101.518). (3) Although TOI2 (i.e., “I often think about quitting.”)
had a high standardized loading of .72 (R2 = .53), it had standardized residuals that
exceeded |4.0| and also residuals between |2.5| and |4.0| with items of POS, OC, JS, and
TOI constructs (Hair et al. 2006, p. 800). This suggested unacceptable degree o f errors
and required this item to be deleted. (4) Finally, the decision to discard the three items
was also based on evidence of poor model fit.
Discarding TOI2 would leave two indicators for the factor TOI and thus, create
problems of underidentification. However, Hair et al. (2006, p. 792) note that given the
difficulty in establishing the rank condition, researchers often refer to two-indicator rule,
which states that a congeneric factor model with two significant items per factor will be
identified as long as each factor also has a significant relationship with some other factor.
This is the case with turnover intention factor in the current study.
Figure 5.20 shows that the model fit was considerably improved. The y 2 statistics
was significant at p< .000 level, which is not unusual given a total sample size of 656.
Both the CFI (.96) and RMSEA (.06) met the criteria for a good fit to the data.
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Table 5.16

Excerpts from the Standardized Residual Covariances for TOI2, JS3, and JS4
Items
TOll
TOI2
TOI3
OC2
OC4
OC5
OC6
OC7
OC 8
OC9
POS1
POS2
POS3r
POS4
POS5
POS6
JS 6
JS5

TOI2
-.684
.000
-.366
-3.731
-3.402
-3.745
-T53Q
-4.845
-4.807
-2.814
-4.707
-4.K7 1
-5.275
-4.258
-5.190
-3.633
-4.596
3.002

!

JS4
-4.417
-5.671
-4.042
.794
.315
-.421
1.005
3.103
.363
-.703
.357
.810
2.482
.664
1.326
-1.090
-1.023
-1.692

JS3
.619
-.720
1.336
-.521
-.557
-.541
-.898
-.304
.620
3.002
-.934
1.144
-1.254
.132
.330
.416
-1.009
1.349

The completely standardized loadings of the items after discarding the three items
were all within acceptable ranges (see Table 5.17). Further diagnostics revealed no
problematic residuals.

Ethical Climates. The present study uses the 26-item questionnaire of ECQ
because (a) researchers have suggested that a m ore parsim onious factor structure could be

obtained as compared to the 36-item ECQ (Fritzche, 2000; Peterson, 2002), and (b) of
questionnaire length consideration. The use of the 26-item version, however, precluded
the possibility of testing the nine theoretical climates due to the issue of
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Figure 5.20 OC, JS, POS, and TOI Combined Measurement Model Path Diagram After Dropping JS3,
JS4, and TOI2.
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Table 5.17
JS, OC, POS, and TOI CFA Measurement Model Statistics Before and After Item Reduction
Comp letely
■ Fit M
Error
Indicator
f-Value
Statistics
Standa rdized
Variance
Reliability
Loaclings
After
Chi-square
Chi-square
Before After
After
Before
After
Before
Before
.S'?
.22
.92
.94
35.79
30.50
.84
.27
TOI1
967.787
511.248
i
.84
1012*
23.27
.73
.53
(#=224
(#=164,
.92
.26
.27
1013
.93
.86
.85
0C2
.41
.41
.83
.83
24.63
24.53 : .69
.69
p = .000)
p = .000)
.87
.87
0C3
.53
.53
14.05
13.99
.28
.28
SRMR = .06 SRMR = .03
.63
0C4
.68
.68
19.04
19.00
.47
.47
.63
0C5
26.36
26.29
.75
.76
.26
.25
.87
.87
RMSEA= .07 RMSEA= .06
0C6
22.59
.61
.43
.43
.78
.78
22.67
.61
CFI = .93
CFI = .96
.64
.64
.50
.50
0C7
.80
.80
24.52
.40
.40
0C8
.83
.83
24.66
.69
.69
GFI = .88
GFI =.93
.44
.47
0C9
.67
18.44
18.41
.44
.47
.67
.74
.40
.39
JS1
.75
.55
.57
JS2
.32
.58
.57
.56
.57
14.03
14.30
.33
.76
JS3*
.16
.40
9.83
JS4*
.64
16.16
.41
.88 MBMMSMi
20.28
.37
.34
JS5
.79
19.76
.60
.78
63
.84
21.44
.29
.27
JS6
.85
21.69
.70
.72
.32
.32
P0S1
.87
.87
.75
.75
.34
.34
P0S2
.84
.84
28.27
28.27
.71
.71
.66
P0S3r
.73
22.27
22.27
.53
.53
.66
.73
.52
P0S4
23.36
23.34
.52
.75
.75
.56
.56
.46
25.12
25.11
.62
.62
.46
P0S5
.79
.79
26.04
26.07
.64
.42
.42
P0S6
.80
.65
.80
Note: Al /-values were signi leant at p = .001 (two-tailed). *ItemTOI2, JS3 and JS4 were removed.
■

Items

—

—

—

—

- - - -

—

------------------

----------------

—

—

—
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underidentification (e.g., the benevolent cosmopolitan climate had one item only). In the
current study, CFA was used to confirm the ethical climate dimensions as found in
previous research (Victor & Cullen, 1987; 1988). Victor and Cullen’s (1987; 1988)
studies were chosen for comparative purposes since they were based on the 26-item
questionnaire of ECQ. No cross loadings were allowed in the analysis. Latent factors
were allowed to intercorrelate freely and factor variances were set to equal to one. Table
5.18 shows that neither of Victor and Cullen’s two measurement models as replicated in
this study satisfy all the criteria for a good fit. Diagnostics revealed that the model fit
could be improved considerably after the elimination of items with standardized residuals
greater than |4.0| that also had standardized coefficients below .50. A detailed discussion
follows next.

Ethical Climate: Six-Factor Model. According to the fit statistics criteria, the
six-factor model reported by Victor and Cullen (1987) did not provide a reasonable fit to
the present data. Figure 5.21 shows that the chi-square value was 1542.528 with 284
degrees of freedom and was statistical significant at p < .000. The absolute and relative
indexes also indicated a poor fit (RMSEA = .08; CFI = .82; GFI = .84; Standardized
RMR = .10). Table 5.19 shows that the completely standardized loadings and item
reliabilities o f seven items were below .5 (Egol_EL = .19 (R2= .04); Ego2_EI = .49 (R2 =
.24); Indepl PI = .31 (R2= 0.10), Indep4_PI = .49 (R2 = .24), Care6 _EC = .24 (R2 = .06),
C are7_E C = .25 (R2 — .0 6 ), E go7_E C = .26 (R2 = .07). T his su ggests that the sev en item s

were possible candidates for deletion. Thus, the factor efficiency was not confirmed in
the present study. This finding was consistent with Agarwal and Malloy’s (1999)
findings.
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Table 5.18

Summary of Evaluation Measures Based on CFA for Ethical Work Climates
Fit Statistics
Standardized
Chi-square
RMR
1542.53*
.1 0

df

RMSEA*

284

.08

1592.42*

289

.08

.07

757.178*

160

.08

.91

.06

642.088*

160

.92

.05

505.979*

142

Studies

CFI

GFI

Victor and Cullen (1987) (6 )

.82

.84

Victor and Cullen (1988) (5)

.81

.83

.1 0

Current Study (5) **

.90

.89

Current Study (5)***

.92

Current Study (5) ****

.93

'

-07
.06

Note: Value in parenthesis is the number o f ethical climate dimensions.
*p <.0 0 0 .
**After removing items In d ep lP I, Indep4_PI, E g o lE L , Ego 2_EI, Care6 _EC, and Care7_EC of the ECQ.
*** After using Care5_BC as an indicator o f the factor Professionalism.
****After removing Care2_BI of ECQ.
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Figure 5.21 Six Factor Ethical Work Climates Measurement Model Path Diagram.
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CFA for Ethical Work Climates Measurement Models
LValue
Error Variance
Indicator Relia nlity
Stanc ardized Loadings
(5)*
(6 )
(5)
(6 )
(5)*
(6 )
(5)
(5)
(5)*
(6 )
(5)
(5)*
.50
01
.82
Card BT.
.74
.77
2 0 .0 2
7.97
18.10
.59
.55
83
.77
—
—
_
1.07
1.13
Caro2 HI
.62
15.65 7.73
.65
---.98
.54
.52
.96
1 .0 2
Care3 BL
.73
.71
'2
18.90 7.98
.50
.71
Care4 BI
.56
^i .64
.77
.87
.78
.75
.80
7.40
18.69
.61
---.84
.71
7.04
11.91
.43
.30
.69
Caro: BC
.55
:
.42
.65
.65
1.72
1.41 ■■■M l
.24
.06
.48 i i i i i i i i ! jjlUjjjj 7.04 I iiiiiii
.23 : —
Carefi IX.’
—
1.24
Care? EC
.25
.11
giMMlll 1.31
.33 M iiiiii 7.40 m m i i i i i i ; .06
—
.04
1.76
1.75
Egol EE
.19
.2 1
iH iiiitit l l l W H H f l IIIIIBB ;04
—
|§fj|j|j§jfi
1.27
.49
.24
.24
1.27
Ego2 F.I
.48 iHHiiPii 4.38
4.75 ■ M B
.72
.69
.84
.84
5.04
.70
.69
.71
.69
.83
4.60
Ego3 1:1
Ego4 El
.64
.63
.80
.79
.81
.80
.80
.79
4.58
5.03 21.80
.63
1.34
1.31
4.96
17.85
.46
.46 :V:,A5.
1.33
Ego5 EL
.68
.6 8
.67 = 4.53
.34
1.39
1.46
4.90
.35
.37
1.43
Ego6 EL
.59
.60
.58 ; 4.48
15.01
7.48
1.22
1.24
.32
Ego7 EC
4.86
14.27
.07
.56
.55
. ,31
1.66
.88
.42
.42
.42
.88
Rules 1 PL
.65
.65
.65
16.17 16.15 15.43
—
.81
18.02 18.12
.52
.52
.52 : .81
.80
Rules2 PL
.72
.72
.62
.62
.62
.52
.52
.52
Rules3 PL
.72
.72
.72 ; 18.09 17.99 17.05
—
—
.57
.69
.68
.69
Rules4 PL
.76
17.88
.58
.58
.76
.76
—
—
---f
i
.
«r
1.84
1.84
.
1
0
.
1
0
Indepl PI
.31
.31
6.11
.24
0.99
1.09
.31
.31
1.0 0
Indep2 PI
.55
.49
8.95
9.09
.55
.78
0.70
.38
9.54
.61
.58
.78
0 .6 6
Indep3 PI
.76
.88
9.27
5.57
...
—
—
— m m
.26
1.14
1.12
.24
Indcp4 IM
.49
.51
16.52
13.14
0.57
0.58
.56
Lawl PC
.78
.77
18.38
.60
.59
.60
0.42
0.42
.42
Law2 PC
.82
.81
17.11 19.38 13.42
.66
.66
.66
.81
1 .2 2
.52
.54
11.90 12.99
.28
.29
.28
1 .2 0
1.2 0
Law3 PC
.53
—
.54
0.6 6
Law4 PC
.74
15.67
12.71
.52
.53
0 .6 6
.68
.73
.73
Note: Value in parenthesis is the number of dimensions. All t-values were significant at p < .001 (two-tailed).
* Values after the elimination of eight items from the ECQ.
Indicators

O
OO
O

‘ib
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Ethical Climate: Five-Factor Model. Victor and Cullen’s (1988) five-factor model
was tested next including the same items per factor originally used by the authors (see
Figure 5.22). This model provided even worse fit. The chi-square value was 1592.418
with 289 degrees o f freedom and was statistically significant at p < .000. The other fit
statistics also did not suggest a good fit (RMSEA = .08; CFI = .81; GFI = .83;
Standardized RMR = .10). In addition to being unreliable indicators of the efficiency
factor, the indicators Care6 _EC = .48 (R2 = .23) and Care7_EC = .33 (R2 = .11) were also
unreliable indicators of the caring factor.
Figure 5.22 shows the items Egol_EL, Ego2_EI, Indepl_PI, Indep4_PI,
Care6 _EC, and Care7_EC had completely standardized loadings and reliabilities below
the less conservative .5 cutoff; the same items had low standardized loadings and low
item reliabilities in the six-factor model. In order to be sure that those items were really
problematic, additional diagnostics was conducted.
Table 5.20 shows that the items Egol EL (i.e., “People here are concerned with
the organization’s interests to exclusion of all else.”), Ego2_EI (i.e., “There is no room
for one’s own personal morals or ethics in this organization.”), Indepl_PI (i.e., “Each
person in this organization decides for themselves what is right and wrong.”), Indep4_PI
(i.e., “The most important consideration in this organization is each person’s sense of
right and wrong.”), Care6 EC (“The most efficient way is always the right way in this
organization.”), and Care7_EC (i.e., “In this organization, each person is expected above
all to work efficiently.”) had standardized residual covariance estimates greater than |4.0|
and between |2.5| and |4.0| in a number of pairs.
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Figure 5.22 Five Ethical Work Climates Measurement Model Path Diagram.
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Table 5.20

Excerpts from the Standardized Residual Covariances for Selected Indicators in the EWC Five-Factor Model
Ego
7

Rule
4

Care

Rule

Law

2

1

1

Indepl

3.01

-6.39

-4.48

-9.87

-8.50

Egol
Care7
Care6
Ego2
Law2
Law4
Law3

2 .6

<»
7.70
3.40
-.29
2.33
2.28
3.65

4.74
3.44

4.11
.85

2 .2 1

.21

-.23
-1.49
-.32
-1.33

1.97
1.25
3.16
.53

5.57
4.86
-1.24
-3.19
39
-.70
.27

2.84
5.67
-.04
.19
-1.99
-.79
-1.99

Care3

1.42

-.30

.26

-2.52

Rule4
Rule3
Rule2

.65
3.79
1.26

.0 0

2 .0 2

-.57
.81

-.69
2.81

-.38
.97
.05

Law

1

Care
7

.75

-4.28

Ego

.0 0

2

Care
5

Ego
3

-6.33

-5.66

7.51

3.72
5.67
.43
1.18

2 .8 6

-1.24
1.80
.89
-.09
.57
-1.61
.93

3.11
.37

0 .4 9

.00

5.78
.69
3.93
2.44
3.93

3.76
1.05
3.33
5.(10
3.33

-.23
-1.99

5.79
4.24
2.17

-1 .2 2

2.99

-.62

-1.90

-1.70

-1.14

-.2 0

4.74
5.74
4.77

3.44
7.54

-1.49

1.08

2 .6 6

1.42

2.18
.42
2.58

1.74
-.55

1 .1 0

1 .0 1

1 .1 0
2 .0 2

Rule
3
.S2
5.57
7.54
-.54
1.39

Indep
4

Ego
6

Indep
3

-2.39

5.51

-.15

3.57
2.43
6.24
-3.64
3.50
4.91
3.31

2.64
5.29
1.63
2.39
-.24
-.32
1.58

6

1. 10

2.30
1 .8 6

.90
4.15
1.80
-.57 ibB B I -.69
.00
2.76
3.78
5 12
.26
-.73

1.35
-.58

3.77
-7.24
.07
-.01

-.93
.98
2 .8 6

-1.59
1.70

to
-j
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For example, the covariance estimate between the items Indep 1 and Rules 1 was -9.867,
between Ego2 and Indep3 was -7.239, between Egol and Rules3 was 5.741, and between
Care7 and Rules3 was 7.544.
Significant between-construct error covariances suggest that the two items
associated with these error terms were more highly related to each other than the original
measurement model predicted. In other words, significant cross-loadings existed, which
also showed a lack of discriminant validity (Hair et al., 2006, p. 782). Although these
paths could be freed and improve the model fit, doing so violates the assumption of good
measurement (Hair et al., 2006).
Similarly, allowing for crossloadings based on information from Regression
Weights in the modification index can possibly reduce the chi-square value. For example,
freeing the path from Rules to Indep 1 would have reduced the chi-square value by about
102.300 or from Law and Code to Indep 1-b y about 92.62.
However, as a rule of thumb, crossloadings were not allowed because the
existence o f significant crossloadings would be evidence of a lack of construct validity
and thus, any potential improvement in fit would be artificial (Hair et al., 2006, p. 782).
Most importantly, the suggested crossloadings could not be supported
theoretically. Based on the fact that the items Indepl PI, Indep4_PI, Egol_EL, Ego2_EI,
Care6 _EC, and Care7_EC had standardized loadings and item reliabilities below 0.50,
standardized residuals greater than |4.0| with many items in the model, and high
modification index of error term estimates, a decision was made to remove them from the
model.
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Several further observations were possible based on evaluating diagnostic
measures. First, Care2_BI was suspect because of its high standardized residuals.
However, it was important to test how this item would behave after the elimination of
Indepl_PI and E g o lE L , the items with which it had the highest covariances. Second,
the item Care5_BC was also a suspect because even if the items Egol_EL, Care7_EC,
and Care6 _EC were eliminated, it would still have two residuals with Law3_PC and
Law4_PC above |4.0|. Finally, the item Ego7_EC was found a more reliable indicator of
the instrumental factor (.56 with R = .32) in the five-factor model than the efficiency
factor in the six-factor model (.26 with R = .06). However, its loading was still relatively
low and it had standardized residuals between |2.5| and |4.0|. The item was retained for
further testing.
As Figure 5.23 shows, deleting the six offending items resulted in a chi-square
value of 757.178 with 160 degrees of freedom, which was statistically significant at p .000. The other fit statistics showed that the model still did not fit well (RMSEA = .08;
CFI = .90; GFI = .89; SRMR = .07). Diagnostics revealed that the item Care5_BC had a
very low standardized loading of .53 and item reliability of .28). Table 5.21 shows that
this item had three standardized residuals above |4.0| and several others between |2.5| and
|4.0|. Not only were high standardized residuals associated with Care5_BC, but also a
high modification index for error term estimates was found between it and the law and
code factor (79.01). When comparing the original six-factor model to the five-factor
model, it was also noticed that this item was a more reliable indicator of the law and code
factor (.65) in the six-factor model than of the caring factor (.55) in the five-factor model.
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Figure 5.23 Five Ethical Work Climates Measurement Model Path Diagram After Dropping Six Items.
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Table 5.21

Excerpts from the Standardized Residual Covariances for Selected Indicators in the FiveFactor Model
Care5 BC
Care5
Rulel
Rule2
Rule3
Rule4
Lawl
Law2
Law3
Law4
Ego6

BC
PL
PL
PL
PL
PC
PC
PC
PC
EL

.0 0 0

3.01
2.67
3.22
1.76
6.54
6.51
2.63
4.89
-.28

Care2 Bl
2.26
1.31
3.35
-.17
2.60
1.19
1 .8 6

.94
3.73
2.97

Ego 7 EC
-.43
2.80
1.41
3.92
.79
.891
2.61
3.72
2.35
1.61

Given that the modification index for model improvement can be theoretically justified, it
was decided to first test the item Care5_BC as an indicator of the law and code factor and
renamed the factor “professionalism” (the original name used by the Victor and Cullen,
1987). The items Care2_BI and Ego7_EC also had relatively high residuals but below
|4.0|, and it was decided to retain them for further testing.
Figure 5.24 shows that after using Care5_BC as an indicator of the factor
professionalism, the chi-square value was reduced to 642.088 (d f = 160, p = .00). The
other fit statistics showed that the model fit was good (RMSEA= .07; CFI = .92; GFI =
.91; SRMR = .06).
In Table 5.22, the item Care2_BI displayed three standardized residuals that
exceeded much the |4.0| benchmark value and three that were between |2.5| and |4.0|.
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Table 5.22

Excerpts from the Standardized Residual Covariances for Selected Indicators in the FiveFactor Model
Care5 BC
Care5 BC
Rulel PL
Rules2 PL
Rule3 PL
Rules4 PL
Ego6 EL
Lawl PC
Law2 PC
Law3 PC
Law4 PC

.0 0

.64
.07
.64
-.90
-1.67
.40
.17
-1.37
-.65

Care2 Bl
4.88
1.89
4.02
.64
3.32
2.744
1.80
2.58
-1.37
4.49

Ego 7 EC
-1.79
2.78
1.38
3.89
.75
1 .6 6
1 .1 2

2.61
3.74
2.45
y

The standardized loading of the item Ego7_EC was relatively low (.56 with R =
.31). It also had four residuals between |2.5| and |4.0| (see Table 5.22). Furthermore, the
average variance extracted for the instrumental factor with this item was .49, or below .50 criteria (Hair et al. 2006, p. 777), which indicated that on average, more error
remained in the items than variance explained by the latent factor structure. Finally, the
item Indep2_PI had the lowest standardized loading of .50 and item reliability of .25, and
only one relatively high residual with Rulesl (-3.17), but all within acceptable limits.
Hair et al. (2006, p. 798) suggest that a poorly performing item like Indep2_PL
may be retained at times to satisfy statistical identification requirements or to meet the
minimal number of items per factor consideration, which was the case in the current
study. Therefore, the only change to the model was to remove Care2_BI and Ego7_EC.
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Figure 5.25 shows that after the elimination of Care2_BI and Ego7_EC the chisquare value was reduced to 459.186 (df= 160,p = .00). The other fit statistics showed
that the model fit was good (RMSEA = 0.064; CFI = 0.94; GFI =. 93; SRMR = 0.05).
There were no problematic residuals and all item loadings were at or above the minimum
requirement of 0.50.
In sum, eight items from the 26-item ECQ were eliminated from the model. These
items did not load highly in other studies as well. For example, the items Care6 _EC,
Care7_EC, and Ego7_EC did not load high either on the efficiency factor or caring factor
or any other factor. This finding was consistent with Agarwal and Malloy’s (1999) study.
The item Egol_EL was found a poor indicator of the instrumental factor. This
finding was consistent with previous research (e.g., Cullen et al., 1993; Vaicys et al.,
1996; Trevino et al., 1998; Agarwal & Malloy, 1999). Similarly, Ego2_EI was not
confirmed as an indicator of the Instrumental factor in the present study; this was
consistent with two other studies (Vaicys et al., 1996; Trevino et al., 1998). This item
loaded highly on the independence factor in Cullen et al., 1993’s study, but was not
confirmed in the present study. As an indicator of the independence factor, Ego2_EI had
a very low standardized loading of 0.42, standardized residuals greater than |8.0| and
resulted in a poor model fit. The items Indep 1 PI, Indep2_PI, and Indep4_PI were found
poor indicators of the Independence factor. Indep2_PI was retained because its loading
and residuals were within acceptable limits and for identification considerations. It did
not load highly on any item in Trevino et al.’s (1998) study. The item Indepl PI did not
load highly on any factor in Agarwal and Malloy’s (1999) study.
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Figure 5.25 Five Ethical Work Climates Measurement Model Path Diagram: Final Model
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The item Indep4 did not load highly on any factor in Agarwal and Malloy’s (1999) and
Vaicys et al.’s (1996) studies. Finally, the item Care2_BI had a relatively high
standardized loading o f 0.65 as an indicator of the caring factor but exhibited
unacceptably high errors with a number of items and was eliminated. This finding was
consistent only with Vaicys et al.’s (1996) study, where this item did not load highly on
any factor.

The Overall Measurement Model. An overall measurement model was estimated
using the MLE method. The goodness-of-fit indices supported the overall measurement
model (see Figure 5.26). The chi-square statistics for the model was 1351.172 with 629
degrees o f freedom (p = .000). The RMSEA was .04; the standardized RMR was .04; the
CFI was .95; the TLI was .95, and the GFI was .90. Therefore, the overall model was
accepted. No problematic residuals were found and all loadings were at or above .50.

Stage Four: CFA and Construct Validity

The CFA not only must provide acceptable fit, but also must show evidence of
construct validity (Hair et al., 2006). When CFA model fits and displays construct
validity, the measurement theory is supported. Construct validity is defined as the extent
to which a set of measured items actually reflects the theoretical latent construct those
items are designed to measure (Hair et al., 2006, p. 776). Two types of construct validity
will be examined next: convergent and discriminant.
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Convergent Validity

The factor loadings, variance extracted and reliability were examined to assess
convergent validity among item measures.

Factor Loadings. Convergent validity was determined using the standardized
factor loadings for each variable and the t statistic. Significant /-tests and factor loadings
above the minimum .5 cutoff illustrated that the indicator variables were actively
appraising the designated constructs. Table 5.23 shows the lowest loadings obtained were
.5 linking personal morality to item Indep2_PI, .53 linking professionalism with
Law3_PL, and .53 linking organizational commitment with OC3.
Six other loadings estimates fell below the .7 standard (i.e., JS2 (.57), Ego6_EL
(.58), Rulesl PL (.65), Care5_BC (.65), OC4 (.68), and OC9 (.67). However, diagnostics
revealed no problems with those items. The ranges of the /-values were all highly
significant, i.e., above 1.96 (p <. 05).

Variance Extracted. With CFA, the average percentage of variance extracted (VE)
among a set of construct items is a summary indicator of convergence (Hair et al., 2006;
Diamantopoulos & Siguaw, 2006). For n items, VE is computed as the total of all squared
standardized factor loadings divided by the number of items (Hair et al., 2006, p. 777):
VE = (EX2) / n.
In other words, VE is the average squared factor loading. A VE of .5 or higher is a
good rule of thumb suggesting adequate convergence (Hair et al., 2006, p. 777).
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Table 5.23
Overall Measurement Model: Factor Loadings, Z-values, Indicator Reliabilities, and Error Variances
Indicators
POS1
POS2
POS3R
POS4
POS5
POS6
JS1
JS2 ;
JS5
JS6
TOI1
TOI3
OC2
OC3
OC4
OC5
OC6
OC7
OC8
OC9
Carel BL
Care3 BL
Care4_BI

Completely
Standardized Loadings
.868
.843
.728
.750
.786
.804
.751 •
.573
.794
;
.848 :
.937
.920
.829
.527
.682
.871
.781
.799
.828
.666
.769
.722
.800

t-Value
26.10
25.01
20.51
21.35
22.70
21.69
vH

1 5 .2 9
,.;,j
23.43 "'■■V.

30.68

14.24
19.63
28.12
23.71
24.57
25.92
19.04
20.09
18.72

Indicator
Reliability
.754
.710
.529
.563
.617
.646
::h v ; v v v 565/'
v.V T" ^r::.328;
■■■■■- - m v
:719 V
.878
.847
.687
.277
.465
.758
.609
.639
.685
.444
.592
.522
.640

v:;

Error
Variance
.317
.338
.666
.519
.464
.420
.393
.569
: .341
V:
.273
.212
.274
.414
,874
.631
.251
.427
,499
,401
.471
.826
.982
.711
279
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Table 5.23-Continued

Indicators
Ego3 El
Ego4 El
Ego5 EL
Ego6 EL
Rules 1 PL
Rules2 PL
Rules3 PL
Rules4 PL
Indep2 PI
Indcp3 PI
Lawl PC
Law2 PC
Law3 PC
Law4 PC
Care5 BC

Completely
Standardized
Loadings

.672
: .578
.650
.720
.721
.758
......4503

.776
.815
.529
.726
.646

:

t

t-Value

-

Indicator
Reliability

14.99
"n n w ■■■■■,.■
14.54
7l::f;-d;^625N \.
13.17 '. V . 'M , L ' m r : ^ 5 2 7'%
::;■■■-L-334^77
.423
16.05
.519
17.87
17.88
.520
.574
5.94
16.34
16.90
11.92
15.53

.603
.664
.280
.527
.417

Error
Variance
.814
v:, ' 1.333
1.464
.881
.809
.618
.694
1.077
...422
.560
.422
1.223
.681
.708

■
.

Note: All f-values were significant atp = .001 (two-tailed). R = reverse coded.
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281

Table 5.24 shows that the average variance extracted fell between .50 and .86.
Thus, all latent variables satisfied the 50 percent rule of thumb.

Table 5.24

Variance-extracted, Cronbach’s Alpha, and Construct Reliabilities for the Overall
Measurement Model

Latent Variable

Perceived
Organizational Support
(6 items)
Instrumental (4 items)
Caring (3 items)
Independence (2 items)
Rules (4 items)
Professionalism (5
items)
Job Satisfaction (4
items)
Organizational
Commitment (8 items)
Turnover Intention (2
items)

Range of
Completely
Standardized
Loadings*

Range of
Item
Reliabilit
W W ::

VE

CR

a

.73-.87

.53-.75

.64

.89

.91

.57-.84
.71-.76
.50-.87
.65-.76

.33-.71
.52-.64
25-.15
.42-.57

.52
.58
.50
.51

.66
.68
.56
.73

.82
.81
.61
.81

.53-.82

.28-.66

.50

.77

.82

,57-.85

.34-.72

.56

.85

.83

.53-.87

.28-.76

.57

.90

.91

.92-.94

.85-.88

.86

.88

.93

Note: All ^-values were significant atp = .001 (two-tailed).

Reliability. The reliability of a research instrument concerns the extent to
which the instrument yields the same results on repeated trials. Reliability is also an
indicator of convergent validity (Hair et al., 2006). Hair et al. (2006) note that
Cronbach’s alpha is a commonly applied estimate although it may understate reliability.
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A slightly different construct reliability (CR) value is often used in conjunction with
SEM models. This index is analogous to the coefficient alpha, and reflects the internal
consistency of the indicators measuring a given factor (Hair et al., 2006).
The composite reliability was computed from the squared sum of factor loadings
(A) for each construct divided by the the sum of the squared sum of factor loadings (A,)
and error variance terms (0) for a construct:
CR = (EA f / [(EA)2 + E(©)]
where CR = construct reliability
A = indicator loadings
0 = indicator error variances
£ = summation over the indicators of the latent variable
Hair et al.’s (2006, p. 778) rule of thumb for either reliability estimate is that 0.70
or higher suggests good reliability. Reliability between 0.60 and 0.70 may be acceptable
provided that the other indicators of a model’s construct validity are good. High
construct reliability indicates that internal consistency exists, meaning that the measures
all consistently represent the same latent construct.
Table 5.24 shows that with the exception of the low reliability of the
independence scale (.61), the measures had satisfactory reliabilities. The preliminary test
o f this construct with the four items yielded the same reliability (see Table 5.4). These
findings were similar to Victor and Cullen’s (1987) where item reliability of this scale
w as .65.

Table 5.24 also shows that construct reliabilities ranged from .56 to .90. The
reliabilities of instrumental (.66) and caring (.68) were lower than .70 but were within
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acceptable limits (Hair et al., 2006, p. 778). However, the latent variable independence
had a CR of .56 suggesting poor convergent validity.
In summary, the assessment of the measurement part of the model revealed good
evidence o f reliability for the operationalizations of most of the latent factors. Only the
independence construct had low Alpha and CR values. However, its average variance
extracted was within acceptable limits. Although the two variables of the independence
factor did not appear to be significantly harming the model fit they did not provide an
adequate evidence of convergent validity. Measures with low reliability coefficients may
result in deflated estimates of effect.

Discriminant Validity

First, using the AMOS 6.0 software with MLE, the fit of four nested models
ranging from a single-factor model to the hypothesized nine-factor model were
compared: (a) a one-factor model incorporating all nine constructs; (b) a five-factor
model combining OC, JS, and TOI (Factor 1), rules climate, professionalism climate, and
independence climate (Factor 2), POS (Factor 3), caring climate (Factor 4), and
instrumental climate (Factor 5), and (c) a six-factor model combining POS and OC
(Factor 1), rules climate, professionalism climate, and independence climate (Factor 2),
JS (Factor 3), TOI (Factor 4), caring climate (Factor 5), and instrumental climate (Factor
6); and (d) the hypothesized model distinguishing all nine constructs. The results of these
analyses are shown in Table 5.25. Based on sequential chi-square difference tests, each
more differentiated model fits the data better.
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Table 5.25

Confirmatory Factor Analysis Model Fit Indices
CFI

TLI

GFI

SRMR

x2

df

One factor

.55

.52

.45

.17

7264.459*

666

Five factor

.87

.86

.83

.05

2469.028*

655

4795.43*

.065*

Six factor

.89

.88

.84

.08

2310.408*

651

158.62*

.062*

Nine factor

.95

.95

.90

.04

1351.172*

629

959.24*

.042*

Model

Difference

RMSEA
.123*

Note: N = 656. *p< .05.

Only the nine-factor model had absolute and relative indices within the
recommended limits (i.e., RMSEA = .04, CFI and TLI = .95, and GFI = .90).
Due to the high standardized covariances between the constructs POS and OC,
OC and JS, Instrumental and Caring, and Professionalism and Rules, as a supplemental
analysis, the researcher compared a one-factor model combining, for example, POS and
OC to a two-factor model with POS and OC as separate factors. According to Hair et al.
(2006, p. 778), if the fit of the two-construct model is not significantly better than that of
the one-construct model, then discriminant validity is not supported. According to the
sequential chi-square difference test (see Tables 5.26 and 5.27), the two-factor models
provided significantly better fit to the data than the one-factor models: % diffpos, oc(l, N =
656) = 193.08, p < .001;

x 2d iff o c j s ( l,

656) = 136.63,p < .001;

%2diffmies, profess. (1,

N = 656) = 148.1, p < .001; x2diffinstr., caring (1, N =
N = 656) = 74.62, p < .001. The critical chi-

square value with 1 d f is 3.84 atp = .05 (Hair et al., 2006, p. 757). Therefore, the
difference between the models was significant at p < .05.
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The chi-square difference test supports the discriminant validity of these constructs and
they were treated separately in subsequent statistical analyses. In addition, since the
measurement model in the present study is congeneric and provides a good fit, an overall
evidence o f discriminant validity was present (Hair et al., 2006).

Pearson Product-moment Correlation Analysis

The variables were formed from averaged composites of the scale items
confirmed by the CFA. Means, standard deviations, internal reliabilities and Pearson
correlations among variables were calculated using STATA 8.2. Table 5.28 shows the
results after Bonferroni multiple-comparison procedure has been applied. An examination
of the correlations shows an initial support for some of the hypotheses.
The measures of instrumental climate, caring climate, rules climate and professionalism
climate, POS, job satisfaction and organizational commitment were all significantly
related to the outcome variable turnover intention and had the predicted sign. The
strongest correlations were between OC and TOI (-.62), between JS and TOI (-.57), and
between POS and TOI (-0.51). Relatively strong correlations were also found between
two ethical climates and TOI (i.e., instrumental and TOI [0.46] and caring and TOI [0.42]). Furthermore, all predictors (i.e., ethical climates and POS) were significantly
correlated with job satisfaction and organizational commitment and were in the predicted
direction. Ethical climates were significantly correlated with POS as well. O f the
categorical variables, correlations though not as strong, were found for licensed nurses in
administrative positions as compared to other positions.
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Table 5.28
Pearson Product Moment Correlation Analysis, Descriptive Statistics, and Scale Reliabilities (N = 656)
Variables
1. TOI
2. JS
3. OC
4.1nstrum
5. Caring
6. Rules
7.Profess
8. Indep
9. POS
10. OPP
11. Male
12. Title
13. DON
14. Adm
15. Char
16. Other
17. <25
18. 25-34
19. 35-44

1

2

3

4

5

6

7

8

9

10

11

12

13

14

—

-.57*
-.62*
.46*
-.42*
-.26*
-.26*
-.09
-.51*
.06
.06
-.05
-.05
-.17*
.08
.06
.14
.04
-.04

—

.75*

—

.47*
.57*
.37*
.34*
.19*
.63*
.08
-.01
.10
.08
.19*
-.06
-.10
.03
.05
-.00

.61*
.72*
.44*
.41*
.22*
.83*
.09
-.03
.08
.11
.25*
-.11
-.08
.04
.04
.06

-.63*
-.47*
-.42*
-.03
-.63*
-.02
.03
-.09
-.11
-.18*
.09
.07
.02
.02
-.09

—

.55*
.45*
.27*
.74*
.03
.00
.04
.10
.16**
-.13
-.07
.08
.06
.05

—

.70*
.08
.41*
.04
.04
-.01
.03
.06
.02
-.09
.03
.00
-.00

.13
.36*
.07
.03
-.02
.08
.06
-.02
-.06
.04
-.05
.01

—

.25*
.08
.05
.08
.09
.05
-.07
-.01
.07
.03
-.04

.10
-.02
.14
.15
.27*
-.14
-.09
.07
.05
.07

.03
.21*
-.07
-.06
.01
-.02
.04

—

-.02
-.00
-.05
.01
.00
.06
-.02
.01

—

.22*
.35*
-.03
-.03
-.09
-.07
.03

.11
-.16*
-.05
-.04
-.02
.02

—

-.35*
-.10
-.04
-.08
.10

to

OO
oo

27. 50-99
28. >200
29. OVC
M
SD
Range
a

1
-.09
.11
.15
.02
.02
.02
-.17*
-.01
.03
l
©

Variables
20. 54>
21.<1
22. 1-2
23. 3-4
24. 5-9
25. NP
26. GOV

2.56
1.29
1 -5
.93

2
.00
-.03
-.04
.02
-.00
.02
.04
.03
-.05
.03
3.60
.78
1 -5
.83

3
-.02
-.04
-.00
-.02
-.02
.15
.07
.01
-.02
.01
3.31
.84
1 -5
.91

4
-.00
-.04
.02
.01
.02
-.08
.01
-.04
.09
.01
3.15
1.22
1 -6
.82

5
.00
.06
.02
-.06
-.00
.13
-.02
-.01
-.07
.06
3.60
1.21
1 -6
.81

6
.03
.08
.01
-.03
.04
.05
.03
.04
-.05
.04
4.27
.98
1 -6
.81

7
.02
.06
-.04
-.01
.04
-.01
.09
.04
-.00
-.03
4.79
.90
1 -6
.82

8
.02
.01
-.08
-.01
.01
.02
.02
-.01
-.00
-.00
3.57
1.06
1 -6
.61

9
-.02
.02
-.01
-.01
.00
.14
-.03
.08
-.07
.02
3.21
.93
1 -5
.91

10
-.05
.02
.04
.02
.04
.10
-.09

11
-.02
.08
.02
-.01
-.04
-.07
.09

12
.03
-.02
-.00
.01
.06
-.04
.04

-.03
.07
-.08
3.32
1.34
1 -5

.01
.01
-.02
.07
.25
0 -1

.05
-.03
-.05
.45
.49
0 -1

-.02
-.04
.00
.08
.01
-.01

14
-.02
-.04
-.02
.01
-.01
.09
-.08

.12
.03
.00
.05
.21
0 -1

.04
-.02
-.04
.19
.39
0 -1

13
©
r
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Table 5.28-Continued

N ote : Male = 1, Female = 0. Title: RN = 1, LPN = 0. DON = 1, Administrative = 1, Charge =1, Other = 1, Staff = 0. Age group:
<25 = 1, 25-34 = 1, 35-44 = 1, 54 > =1, 44-53 = 0. Years in Facility: <1 = 1, 1-2 = 1, 3-4 = 1, 5-9 = 1, 10> = 0. NP = non-profit = 1,
GOV = government = 1, for-profit = 0. Size: 50-99 = 1, >200 = 1, 100-199 = 0.
*p < .001. **p < .03. ***p < .02. ***£><.01.
*Abbreviations: OVC = over-claiming, OPP = opportunity, NP = non-profit, GOV = government, Indep = independence, Profess =
professionalism, Instrum = instrumental, Adm = administrative nurse, Char = charge nurse, OC = organizational commitment, JS =
job satisfaction.
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Table 5.28-Continued
Variables
15. Char
16. Other

15

16

17

18

19

20

21

22

23

24

25

26

27

28

29

—

.16*
**
17. <25
18. 25-34
19. 35-44
20. 54>
21. <1
22.1-2
23. 3-4

-.02
.03
-.03
-.02
.02
.02

-.04
-.01
.01
-.07
.01
-.03

-.06
-.09
-.11
.09
.07

-.18*
-.23*
.08
.08

-.31*
-.07
.02

-.06
-.07

-.03

-.03

-.00

.01

.10

-.04

24. 5-9
25. NP
26. GOV
27. 50-99
28. >200
29. OVC
M
SD
Range
a

.00
-.03
-.06
.03
-.11
-.02
.34
.48
0 -1

-.01
.01
.02
-.01
.06
-.04
.04
.21
0 -1

-.05
.01
-.01
-.05
-.02
-.02
.03
.17
0 -1

.05
.05
-.00
-.04
-.07
.01
.11
.32
0 -1

-.00
.08
-.09
-.05
.03
-.01
.19
.40
0 -1

-.00
-.07
.02
.03
-.03
.05
.29
.45
0 -1

*p < .0 0 1 . **p < .03. ***p < .0 2 .

—

—

—

-.19*

-.21*
.03
-.09
.01
-.10
.03
.13
.34
0 -1

—

-.21*

-

-.27*
.04
-.03
.07
-.01
-.00
.20
.40
0 -1

-.23*
.00
-.01
-.02
.00
-.03
.16
.36
0 -1

.41
-.01
.09
-.02
.07
.23
.42
0 -1

—

-.43*
-.03
-.02
-.03
.33
.47
0 -1

—

-.12
.18*
-.00
.27
.45
0 -1

—

-.25*
-.03
.26
.44
0 -1

.02
.14
.35
0 -1

-

1.09
.27
1-3.2
.59

01.

*Abbreviations: OVC = over-claiming, NP = non-profit, GOV = government, Char = charge nurse
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For example, licensed nurses in administrative positions had stronger job
satisfaction (r = .19) and organizational commitment (r = .25) than staff nurses. Licensed
nurses in government SNFs had less intention to leave their facilities (r = -.17) than
licensed nurses in for-profit SNFs. The significance of three variables changed after the
application of Bonferroni multiple-comparison correction procedure. The correlation
between ‘independence climate’ and ‘turnover intention’, r = -.09, had a p = .02. With the
Bonferroni adjustment, the r = -.09 did not change, but had a.p = .79 and was no longer
statistically significant. Additionally, the correlations between ‘job opportunity’ and ‘job
satisfaction’ (r = .08, p = .04) and ‘job opportunity’ and ‘organizational commitment’ (r =
.09, p = .02) became non-significant after the application of Bonferroni adjustment (p =
1.00 and p = .99 respectively).
It is important to consider intercorrelations between the independent variables that
are included in the regression models due to muticollinearity. Multicollinearity may be a
result of the combined effect of two or more independent variables. Hair et al. (2006, p.
227) note that the presence of high correlations (generally .90 and higher) is the first
indication of substantial multicollinearity. As can be seen in Table 5.28, several of the
variables included in the regression models were intercorrelated and could present
problems in the regression analysis (e.g., the correlation between POS and OC was .83;
between JS and OC was .75; between instrumental climate and OC was -.61; between
caring climate and JS was .74, between POS and JS was .63; between POS and
instrumental climate was -.63; between professionalism climate and rules climate was
.70; and between instrumental climate and caring climate was -.63).
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To assess the level of multivariate multicollinearity each independent variable
was regressed on the other remaining independent variables. According to Hair et al.
(2006), the most common measures for assessing multiple variables collinearity are
tolerance (1 - R2) and its inverse, the variance inflation factor (VIF = 1 h- tolerance). The
higher the intercorrelation of the independents, the more the tolerance will approach zero.
A common cutoff threshold is a tolerance value of .10, which corresponds to a VIF of
10.0 (Hair et al., 2006, p. 230; Acock, 2006). When VIF is high, there is high
multicollinearity and instability of the b and beta coefficients. Results of Table 5.29 show
that although the tolerance and VIF meet the threshold, some level of multicollinearity
was present. In particular, OC and POS had the lowest tolerances of .21 and .25
respectively. Caring climate also had a low tolerance of .33. These low tolerances overall
reflected the high correlations and meant that “their joint contribution might be less than
we would like” (Howell, 2006, p. 520). It should be noted, however, that this study also
examines mediation effects. According to Kenny (2001), multicollinearity is to be
expected in a mediational analysis and it cannot be avoided.

Table 5.29

Tolerance and VIF for Independent Variables
^
‘i s ¥ * rfo b le
J?
Perceived Organizational Support
Caring
Instrumental
Independence
Professionalism
Rules
Organizational Commitment
Job Satisfaction

R2

I nleraiicc

.75
.67
.51
.13
.51
.57
.79
.57

.25
.33
.49
.87
.49
.43
.21
.43
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I IF
4.00
3.03
2.04
1.15
2.04
2.33
4.76
2.33

H
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Hypotheses Testing with MANOVA and ANOVA

MANOVA and ANOVA Results by Facility Ownership Type and Organizational Groups

An important question raised by the current investigation is whether SNFs and
organizationally defined groups within those facilities have identifiable ethical climates.
In keeping with Joyce and Slocum’s (1979, 1984) criteria for evidence of an
organizational climate, a comparative approach was adopted based on a priori
distinctions between facilities of different ownership type and within the facilities on a
priori distinctions between licensed nurses who had different job titles, held different job
positions, and also had different years of tenure. The five ethical climate scales were used
as the dependent variables in the analysis. Hypothesis 1 predicted that when facilities are
categorized according to ownership status groups (i.e., for-profit, non-profit, and
government), rating scores of ethical climate perceptions would differ among these
groups.

Hp There is an overall difference in licensed nurses’ perceptions of ethical
climates by facility ownership type.
Results of the MANOVA by facility ownership type are reported in Table 5.30.
The results indicate a significant overall difference between facilities on ethical climate
dimensions (F = 2.27, p < .01). Specifically, univariate analyses of variance revealed that
differences found between the groups were significant only for the caring ethical climate
(ANOVA F (2, 653) = 6.47; p< .000) and professionalism (law and code) ethical climate
(ANOVA F (2, 653) = 3.05;p< .000).
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Table 5.30

Results of MANOVA and ANOVA by Facility Ownership Type ( N —656)
MANOVA

W ilks’ Lambda =

Facility Sector effect

.9 7

results

2 .2 7

p < .01

Means

Univariate
Variable

F=

P<

F (2,653)

For-Profit

Non-Profit

Government

N = 260

V -2 1 6

N = 180

Caring

6.47

0.00

3.44

3.83

3.57

Professionalism

3.05

0.05

4.71

4.78

4.92

Rules

1.97

0.14

4.18

4.34

4.31

Instrumental

2.55

0.08

3.38

3.12

3.31

Independence

0.45

0.64

3.53

3.60

3.60

However, even though at least one of the group means was significantly different
from at least one other group mean, it was not sure which groups were different and
which were not. To obtain this information, the Bonferroni multiple-comparison method
was used. The output was presented in Table 5.31.

Table 5.31

Multiple Comparison (Bonferroni Output) by Ownership for Caring Climate

Caimu I thical
Climate

Ownership Type

For-Profit

Non-profit

Non-profit

.39*
(.001)**
.14
(.71)

-.25
(.10)

:
Government

*Mean difference, **p-value in brackets.
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Non-profit SNFs, on average, had the greatest emphasis on caring (mean = 3.8) in
their ethical climate (see Table 5.30). The post hoc test (see Table 5.31) revealed that
non-profit SNFs, had a higher mean score on caring climate than for-profit facilities
(Mean difference = .39,p< .001).
Furthermore, government facilities’ climate, on average, had the highest level of
emphasis on professionalism as part of their decision-making (mean = 4.92) (see Table
5.30). The post hoc test (see Table 5.32) revealed that government SNFs had a higher
mean score on professionalism climate than for-profit facilities (Mean difference = .21,
p< .04).

Table 5.32

Multiple Comparison (Bonferroni Output) by Ownership for Professionalism Climate

BWM
| Professionalism
j! Ethical Climate

Ownership Type

For-Profit

Non-profit

.07*
(1.00)**
.21
(.04)

—

' • :.*•V
*

Non-profit
Government

.14
(.34)

*Mean difference, **p-value in brackets.

Within each sector, licensed nurses were more likely to describe professionalism
(law and code) as part of their decision-making criteria than caring climate (see Table
5.30).
The results showed that ethical climates were sufficiently strong and identifiably
different to produce significant discrimination among facilities of different ownership
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type. As Victor and Cullen (1988) suggested this strength was evidence of the existence
of at least some degree o f what theorists call organizational culture and also that specific
norms were well identified and known in SNFs Therefore, Hypothesis 1, was supported.
Hypothesis 2 tested to determine if RNs and LPNs described distinct ethical
climates. Because the climate questionnaire items were anchored to the organization as a
whole rather than to its subunits, Victor and Cullen (1988) cautioned that the data might
be biased against finding within-organization subgroup differences. With this in mind,
the following hypothesis was tested:

H2 ’ There is an overall difference in licensed nurses’ perceptions of ethical
climate by job title.
In the analysis by job title (see Table 5.33), a significant overall difference was
detected (MANOVA F = 2.32, p < .04), thus supporting Hypothesis 2. Specifically,
univariate analyses of variance revealed that differences found between the groups were
significant only for the instrumental ethical climate (ANOVA F (1, 654) = 4.22; p< .04)
and independence ethical climate (ANOVA F (1, 654) = 4.53;p< .03).
The univariate analyses of variance in Table 5.33 described LPNs, on average, as
perceiving a more instrumental climate (mean = 3.4) than RNs (mean - 3.2). The post
hoc test revealed that the difference of .21 was significant atp< .04 (see Table 5.34).
On the other hand, LPNs, on average, were less likely to describe a climate in a
SNF as independent (mean = 3.5) than RNs (mean = 3.7). The Bonferroni multiplecomparison correction procedure showed a difference of -.18,

.03 (see Table 5.34).
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Table 5.33

Results of MANOVA and ANOVA by Job Title (N= 656)

Job Title-level effect

W ilks’ Lambda = .98

F = 2.32

p < .04

Means
Univariate
results
F (1,654)

P<

Registered
Nurse
N = 298

Caring

1.28

0.26

3.66

Licensed
Practical
Nurse
N = 358
3.56

Professionalism

0.18

0.67

4.77

4.80

Rules

0.04

0.85

4.26

4.28

Instrumental

4.22

0.04

3.16

3.37

Independence

4.53

0.03

3.67

3.49

Variable

Table 5.34

Multiple Comparison (Bonferroni Output) by Title for Instrumental and Independence
Climates

Title

RN

Instrumental

■
LPNv:;;V;

Independence

LPN

.21
(.04)
-.18
(.03)

Ehical Climate
i

:
*Mean difference, **/>value in brackets
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//?: There is an overall difference in licensed nurses’ perceptions of ethical
climate by job position.
Hypothesis 3 tested whether nurses who performed different functions in SNFs
identified distinct ethical climates. As shown in Table 5.35, in the analysis by job level
(i.e., director of nursing, administrative nurse, charge nurse, staff nurse, and other nurse),
a significant overall difference was found (MANOVA F = 2.75, p< .001), which
supported the hypothesis. Specifically, univariate analyses of variance revealed that
differences found between the groups were significant only for the caring ethical climate
(ANOVA F (4, 651) = 7.64; p< .000) and instrumental ethical climate (ANOVA F (4,
651) = 7.74; p< .000).
The univariate analyses of variance in Table 5.35 described charge nurses, on
average, as perceiving a less caring climate (mean = 3.4) than administrative nurses
(mean = 4.0) and directors of nursing (mean = 4.2). The post hoc test confirmed
significant differences of -.60 (p< .00) and -.76 (p< .001) respectively (see Table 5.36).
Similarly, staff nurses, on average, had a lower mean score on caring climate (mean =
3.58) as compared to administrative nurses (mean = 4.0). The post hoc test revealed a
difference of -.41 (p< .02) (see Table 5.36).
The univariate analyses of variance in Table 5.35 showed that, on average, charge
nurses perceived a more instrumental climate (mean = 3.4) than administrative nurses
(mean = 2.8) and directors o f nursing (mean = 2.7). The post hoc test confirmed
significant differences o f .60 (p< .00) and .73 (p< .03) respectively (see Table 5.37)
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Table 5.35
Results of MANOVA and ANOVA by Job Position (N= 656)

Wilks’ Lambda

Job position-level effect

F=

= .9 2

Means

Univariate
results
A (4,651)

P<

Caring

7.64

0.00

Professionalism

2.30

0.06

Rules

2.14

0.07

4.40

4.40

Instrumental

7.74

0.00

: V 2.70

Independence

1.97

0.10

3.98

Variable

p < .00 1

2 .7 5

Director of
Nursing
N = 31

Administrative
Charge
Nurse
Nurse
N = 124
N = 228
:f3 .3 9 -;\
3.99
Viv ' 4 1 5 -V'
4.91
5.10
4.77

Staff
Nurse
A =244
3.58

Other
N = 29
3.20

4.74

4.52

4.30

4.20

3.88

2.83

3.43

3.38

3.76

3.67

3.47

3.57

3.53

N>

VO

VO
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Table 5.36

Multiple Comparison (Bonferroni Output) by Job Position for Caring Climate

Caring Ethical
Clim ate

j
y
k

Title

DON

Administrative
: Nurse

Administrative
Nurse
Charge

-.16
( 1 .0 0 )
-.76
(.0 0 1 )
-.57
(.13)
-.95
(.0 2 )

-.60
(.0 0 )
-.41
(.0 2 )
-.80
(.0 1 )

staff
Other

*Mean difference,

Charge Nurse

Staff Nurse

.19
(.80)
-.2 0

( 1 .0 0 )

-.39
(.95)

*p-value in brackets
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Table 5.37

Multiple Comparison (Bonferroni Output) by Job Position for Instrumental Climate

BMBMH
E thiriT ahnate

Title

7

DON

Administrative
Nurse
Charge Nurse

.13
( 1 .0 0 )
.73
(.03)

StaffNurse

.6 8

Other

(.05)
1.06
(.0 1 )

*Mean difference, **p-value in brackets

Administrative
Nurse

.60
(.0 0 )
.55
(.0 0 1 )
.93
(.004)

Charge Nurse

StaffNurse

-.04
( 1 .0 0 )
.33
( 1 .0 0 )

.38
( 1 .0 0 )
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Similarly, staff nurses, on average, had a higher mean score on instrumental
climate (mean = 3.4) as compared to administrative nurses (mean = 2.8) and directors of
nursing (mean = 2.7). The post hoc test revealed a difference of .55 (p< .001) and

.6 8

(.05) respectively (see Table 5.37).
Hypothesis 3 was additionally tested by ownership type. The results of the overall
multivariate analysis of variance in Table 5.38 show significant differences by facility
ownership type (MANOVA F= 2.13, p < .02) and by position (MANOVA F = 2.68,/) <
0.001). Specifically, univariate analyses of variance revealed that differences found
between position groups in non-profit SNFs were significant for the caring ethical climate
(ANOVA F (4, 211) = 5.8;p< .000), professionalism climate (ANOVA F (4, 211) = 3.0;
p< .02), rules climate (ANOVA F (4, 211) = 3.7; p< .01), and instrumental ethical
climate (ANOVA F (4, 211) - 5.5;p< .000).
Table 5.38 shows that charge nurses and staff nurses in non-profit SNFs, on
average, had a higher mean score on instrumental climate, a mean of 3.4 and 3.6
respectively, as compared to administrative nurses (mean = 3.0). The post hoc test
revealed a difference o f .84 (p< .001) and .75 (.004) respectively (see Table 5.39).
On the other hand, charge nurses and staff nurses in non-profit SNFs, on average,
had a lower mean score on caring climate, a mean of 3.6 and 3.7 respectively, as
compared to administrative nurses (mean = 4.4) (see Table 5.38). The post hoc test
revealed a difference of -.84 (p< .00) and -.70 (.004) respectively (see Table 5.40).
The Bonferroni multiple-comparison procedure did not confirm any significant
differences across positions with regard to professionalism and rules ethical climates.
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Table 5.38

Results of MANOVA and ANOVA by Job Position for For-profit, Nonprofit, and Government Facilities (N = 656)
Effect

Wilks’ Lambda

F

p<

0.97
0.92

2.13
2.68

0.02
0.001

Facility Sector
Position
Univariate
results
F
Variable F
F
F
4,2 4,2 4,1
55 11
75
Facility
FP NP G
Sector
Caring
1.9 5.8 2.7

FP

NP

G

FP

NP

G

FP

NP

G

FP

NP

G

FP

NP

G

FP

NP

G

.1 2

.0 0

.03

4.2

3.9

4.5

3.7

4.4

3.7

3.3

3.6

3.3

3.4

3.7

3.7

3.2

3.3

3.1

Profess

.05

.0 2

.33

5.1

4.9

5.4

5.0

5.0

4.7

4.7

4.8

4.8

4.5

4 .7 : 5.0

4.7

4.0

5.0

2.4

3.0

1 .2

Means
P<
Admin.
Nurse

Director o f
Nursing

Staff
Nurse

Charge
Nurse

Other

02

Rules

1.5 3.7

0.5

.21

.0 1

.76

4.3

4.3

4.7

4.4

4.5

4.2

4.2

4.4

4.3

4.0

4.3

4.3

4.2

3.3

4.2

Instrum

2.4

1 .2

.05

.0 0

.32

2.7

2.7

2.7

3.0

2.5

3.1

3.4

3.4

3.5

3.6

3.3

3.3

3.8

3.6

3.9

.45

.13

3.7

4.2

4.1

3.7

3.6

3.9

3.5

3.6

3.4

3.5

3.6

3.6

3.5

3.6

3.6

5.5

02

Indep

0.4 0.9

1 .8

.84

Note: Abbreviations FP = For-profit, NP = Non-profit, G = Government; Profess = Professionalism, Instum = Instrumental,
Indep = Independence
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Table 5.39

Multiple Comparison (Bonferroni Output) by Job Position for Instrumental Climate in Non-profit SNFs

Instrumental
Ethical Climate 1
^

Title

DON

Administrative
Nurse

Administrative
Nurse
Charge Nurse

-.13
( 1 .0 0 )
.71
(.59)
.63
(.95)
.93
(.65)

.84
(.0 0 1 )
.75
(.004)
1.06
(.08)

Staff Nurse
1

li

Other

Charge Nurse

Staff Nurse

-.08
( 1 .0 0 )
.2 2

( 1 .0 0 )

.31
( 1 .0 0 )

*Mean difference, **/?-value in brackets
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Table 5.40

Multiple Comparison (Bonferroni Output) by Job Position for Caring Climate in Non-profit SNFs

Curing
k
Kthieal Climate -f

Title

DON

Administrative
Nurse

Administrative
; ■ Nurse
Charge Nurse

.54
( 1 .0 0 )
-.30
( 1 .0 0 )
-.16
( 1 .0 0 )
-.61
( 1 .0 0 )

-.84
(.0 0 )
-.70
(.004)
-1.15
(.0 2 )

Staff Nurse
Other

Charge Nurse

Staff Nurse

.14
( 1 .0 0 )
-.31
( 1 .0 0 )

-.46
( 1 .0 0 )

*Mean difference, **/?-value in brackets
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Univariate analyses o f variance also revealed that differences found between
position groups in government SNFs were significant for the caring ethical climate
(ANOVA F (4, 175) = 2.7;p< .03) (see Table 5.38). Specifically, charge nurses in
government SNFs, on average, had a lower mean score on caring climate (mean = 3.3), as
compared to administrative nurses (mean = 3.7). The post hoc test did not confirm any
significant differences across positions.

Hp. There is an overall difference in licensed nurses’ perceptions of ethical
climate by years in the facility.
Flypothesis 4 tested whether licensed nurses who had different years of work
experience in the facility described distinct climates. The results shown in Table 5.41 did
not reveal any significant overall differences. In addition, the univariate analyses revealed
no differences in licensed nurses’ perceptions based on years in the facility. Therefore,
the hypothesis was not supported.

Hypotheses Testing with Hierarchical Multiple Regression Analysis

The hierarchical multiple regression analysis involved six steps that included
several regression models. In step one, perceived organizational support, job satisfaction,
organizational commitment, and turnover intention, were each regressed on the control
variables. Step two involved doing a similar set of regressions by adding the five ethical
climate dimensions as a group to the control variables and JS, OC, and TOI were
regressed on them. In step three POS was added as an independent variable and JS, OC,
and TOI were regressed on the control variables, ethical climates, and POS.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 5.41

Results of MANOVA and ANOVA by Years in the Facility (N= 656)

W ilks’ Lambda = .96

Tenure-level effect

F = 1.42
Means

Univariate
Variable

results

p < .103

P<
<1

1-2

3-4

5-9

10>

i 7(4,651)
Caring

1 .2 1

0.31

3.80

3.66

3.43

3.60

3.58

Professionalism

1 .0 2

0.40

4.92

4.71

4.77

4.86

4.74

Rules

2.09

0.08

4.48

4.28

4.20

4.34

4.14

Instrumental

0.52

0.72

3.13

3.36

3.24

3.33

3.27

Independence

1.55

0.19

3.59

3.40

3.54

3.59

3.69

307

308

To test the hypothesis of the independent contribution of the mediators to TOI, in step
four, JS was added to the model and TOI was regressed on the control variables, ethical
climates, POS, and JS. In step five, OC was added to the model and TOI was regressed
on the control variables, ethical climates, POS, and OC. The final step examined the
combined contribution of study concepts to TOI.

Step 1: Control Variables

Table 5.42 (Step 1) shows the control variables do appear to play a significant
role in predicting the outcome variable TOI as they explained 16% of the variance in TOI
(.R2 = .16, F (20,635) = 6.13,/? = .001).
A partial support has been found for the Hypothesis 5, which states that:
H5: The control variables (job title, gender, age group, job position, years in
the facility, facility ownership type, facility size, opportunity, and over
claiming) are related to perceived organizational support, job
satisfaction, organizational commitment, and turnover intention.

Results showed the set of indicators were statistically significant (age group F (4,
635) = 3.43,/? < .02; position F (4, 635) = 6.15,/? < .001; years in the facility F (4, 635) =
8.89,/? < .001), and facility ownership type F (2, 635) = 11.75,/? < .001).
In addition, the control variables explained 15% of the variance of the composite
measure of POS (R2 = .15, F = 5.64, p = .001). Specifically, age group, position, and
facility size were found as predictors of POS (see Model 1 in Table 5.42). Results
showed the set of indicators were statistically significant (age group F [4, 635] = 3.62,
p < .001; position F [4, 635] = 12.94,/? < .001; facility sizeF [2, 635] = 3.13,/? < .04).
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Table 5.42
Summary of Hierarchical Regression Analysis: Step 1 (N= 656)

POS
Model 1

JS
Model 2

TO!
Mode 14

OC
Model 3

B

SEB

P

B

SEB

P

B

SEB

P

B

SEB

P

-.03
.06

.14
.08

.01

.0 0

.1 2

.0 0

.07

.0 1

-.04

.24
.06

.19

.01

.13
.07

-.0 2

.03

-.06
-.06

.1 1

.05
.03

.58

.2 1

.18

.06

.34

.19

.07

.71

.28

09***

.32

.1 2

.2 0

.1 0

.08

.2 1

.11

-.1 1

.0 2

-.19

.16
.13

-.2 0

.1 2

-.03
-.06
-.07

.28

.2 1

.1 0

.09

.09
.05

.04

.09
.08

.0 1

.11

.0 2

.14
.05

.09
.07

.08*
.06
.03

-.0 1

.1 2

-.0 0

-.14

.1 0

-.06

-.17

.11

-.07

.70

.16

2g * * * *

-.1 0

.1 0

-.07

-.1 2

.09

.1 0

-.0 2

.1 0

-.1 0

.1 0

-.1 0

.09

-.05

-.17
-.16

.77
.50
.50

.14
.15
.14

.68

.18

.34

.16

09 **

.56

.17

-.49

.25

-.08*

.59

.11

*
25***
*

-.06
-.07
-.08
.14*
***

24****

.11

-.14
-.03

.09

-.1 0

-.04
-.04
-.04

.39

.1 0

2o * * *
*

.58

.1 0

.27*
***

-.59

.15

-.05
-.23

.08
.17

-.0 2

.03
-.25

.07
.15

.0 2

.0 2

.01

.01

.1 1

.01

-.07

-.16

.08
.16

-.04

.34

.24

.05

26* * * *

OO

-.05

.09

24****

1

Charge vs. 0
Other vs. 0

Dependent Variables

*
**
*

Independent
Variables
Step 1
(control
variables
only)
Male
RN
Age Group:
<25 vs. 0
25-34 vs. 0
35-44 vs. 0
54 > vs. 0
Years in
Facility:
< 1 vs. 0
1 - 2 vs. 0
3-4 vs. 0
5-9 vs. 0
Position:
DON vs. 0
Adm. vs. 0

UJ
o

VO

Ownership:
NP vs. 0
Gov. vs. 0
Opportunity
Over-claim
R2
Adjusted Rz

Dependent Variables
JS
Model 2

POS
Model 1

TOI
Model 4

OC
Model 3

B

SEB

P

B

SEB

P

B

SE B

P

B

SE B

P

.14

.08

.07

.04

.07

.0 2

.04

.08

.0 2

-.07

.11

-.0 2

-.15

.1 0

.05***
*

-.1 1

.09

-.05

-.1 0

.09

-.04

.27

.14

.07

.28

.08

.14

.05

.07

.03

.34

.07

.19*
***

-.19

.11

-.07

.16

.09

.08

.13

.08

.07

.35

.08

.18*
***

00

Independent
Variables
Step 1
(control
variables
only)
Size:
50-99 vs. 0
2 0 0 > vs. 0

1
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Table 5.42-Continued

.1 2

- 2 0 ****

.03
.13
.15

.0 2

.04

.0 2

.04
.06
.1 2
.14
.04
.13
.11
-.2 0
.17
.06
.09
.07
.14
.16
.1 2
.04
.14
.11
2.47**
6.13**
5
F
512****
**
**
Note: Age group was represented as four dummy variables with the age group 44-53 serving as the reference group. Years in the
facility was represented as four dummy variables with 10 or more years in the facility serving as the reference group. Position was
represented as four dummy variables with staff nurse serving as the reference group. Size was represented as two dummy variables
with 100-199 beds facilities serving as the reference group. Facility ownership type was represented as two dummy variables with forprofit facilities serving as the reference group. Male was coded as 1. RN was coded as 1 with LPN serving as the reference group.
* p < .05. * * p < .03. ***/?<.01. * * * * p <.001
.0 1

.0 2

.0 2

.0 2

.03
.03

.06

310

311

Next, the control variables explained 7% of the variance of the composite
measure of JS (R = .07, F = 2.47, p = .001) with the position being the only significant
variable in the model (see Model 2 in Table 5.42). The set of dummies for this variable
were statistically significant (F (4, 635) = 6.39,p < .001).
Finally, control variables explained 14% of the variance of OC (R2 = .14,
F = 5.12, p = .001) with age group, position, and facility ownership type being the only
significant predictors (see Model 3 in Table 5.42). Only the set of dummies for the
variable facility ownership type were statistically significant (F (4, 635) = 14.05,
p < .0 0 1 ).

Step 2: Ethical Work Climate Dimensions

In step 2, ethical climate dimensions were added as a group to the control
variables as independent variables. Results in Table 5.43 (Model 8 ) show that adding the
five ethical climate variables enables the model to explain an additional 2 1 % of the
variance in TOI (Change in R2 = .21, F = 41.36, p = .0001). Additional testing, revealed
that of the five ethical climates, the instrumental climate added 17% and caring climate
just 4% to the explained variance in TOI.
In addition, the following hypotheses were tested:

H(,: Caring climate is negatively related to turnover intention.
H7\ Professionalism climate is negatively related to turnover intention.
Hs’. Rules climate is negatively related to turnover intention.
H?: Independence climate is negatively related to turnover intention.
Hio’. Instrumental climate is positively related to turnover intention.
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The model itself was significant F (25, 630) = 14.71; p < .0001. The i?-squared
was 0.37 and means that approximately 37% of the variability o f TOI is accounted for by
ethical climates and control variables in the model. Hypotheses

6

and 10 were supported

(see Figure 5.23). As suggested in Hypothesis 6 , the more licensed nurses perceived the
organization’s climate as caring, the less their intention was to leave the organization
(b = -.26, p < .001). On the other hand, the egoistic climate was positively associated with
TOI (b = .29, p < .001).
In addition to evaluating the contribution of ethical climates to the outcome
variable TOI, the relationships between the two independent variables in the model,
ethical climates and POS were examined. The ethical climates enable the model to
explain additional 49% of the variance of POS (Change in R2 = .49, F = 170.36,
p = .0001; Model 5 in Table 5.43), and provided support for the positive effect o f the
ethical climate dimensions taken as a group on POS.
Additional testing for the unique contribution of ethical climate dimensions
revealed that caring climate added 13% to the explained variance of POS (Semi-partial
R2 = .13,p = .001), instrumental climate added just 4% (Semi-partial R2 = .04,p = .001),
and independence climate added 1% (Semi-partial R2 = .01, p = .001).
In addition, the following hypotheses were tested:

Hu: Caring climate is positively related to perceived organizational support.
Hn: Professionalism climate is positively related to perceived organizational
support.

Hn". Rules climate is positively related to perceived organizational support.
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Table 5.43
Summary o f Hierarchical Regression Analysis: Step 2 (N= 656)
Independent
Variables
Step 2
(Add ethical
climates only)
Male
RN
Age Group:
<25 vs. 0
25-34 vs. 0
35-44 vs. 0
54 > vs. 0
Years in
Facility:
< 1 vs. 0
1 - 2 vs. 0
3-4 vs. 0
5-9 vs. 0
Position:
DON vs. 0
Adm. vs. 0
Charge vs. 0
Other vs. 0

Dependent Variables

B
-.03
.06

POS
Model 5
SE B
P
.09
-.0 1
.03
.05

B

JS
Model
SE B

-.0 1

.1 0

-.0 0

.03

.06

.0 2

B
-.06
-.05

6

P

OC
Mode 17
SE B
P
-.0 2
.09
.05
-.03

B
.2 2

.06

TOI
Model
SE B
.17
.09

8

P

.04
.0 2
1 2 *****

.26

.14

.05

.06

.15

.01

.05

.13

.01

.91

.25

.17
.04

.06**

.11

.08

-.0 1

.14

-.0 0

-.08

-.0 0

-.0 0

-.04

.1 2

-.0 1

.01

-.0 2

-.0 1

-.03

.07
.06
.05

.03

.0 2

.09
.07
.06

.04
-.04

.02

.08
.06
.06

-.0 2

-.1 2

.1 0

-.04

-.08

.08

-.03

-.2 1

.09

09***

-.26

.07

_ |Q * * * * *

.79

.14

2

-.06

-.03

.08
.08
.07

-.1 0

.0 2

-.07

.04

-.1 2

.06
.07
.06

-.05
-.03
-.06

.76
.41
.46

.13
.13

-.0 2

-.13
.04
-.08

-.07

-.04

.07
.07
.07

.1 2

24*****
1 2 ****
1 ^*****

.22

.1 2

.05

.04

.13

.01

.15

.11

.04

-.07

.2 2

-.0 1

.30

.07

13***
**

.19

.08

io***

.31

.07

14*****

-.30

.13

_ Q9***

.04
-.04

.05

.0 2

.07

.05

.05

-.0 2

-.1 2

.01

.1 1

.0 0

-.04
.17

.1 0

-.0 1

.04
-.03

.09

.11

.06
.13

.2 1

.03

.02

.01

|*****

u>
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Table 5.43-Continued
Independent
Variables
Step 2
(Add ethical
climates only)
Facility Size:
50-99 vs. 0
2 0 0 > vs. 0
Ownership Type:
NP vs. 0
Gov. vs. 0
Opportunity
Over-claiming
Caring
Professionalism
Rules
Independence
Instrumental
R2
Adjusted R2
F
Change in R2
F for change in R
* p < .04. * * p < .03.

Dependent Variables

B

PC)S
Moc lei 5
SE
B

P

B

JS
Moc el
SE
B

6

P

B

OC
Model 7
SE
P
B

B

T(DI
Moc el
SE
B

8

P

.16

.05

07******

.04

.06

.03

.06

.05

.03

-.08

.1 0

-.03

.0 2

.07

.0 1

-.0 1

.07

-.0 1

.04

.06

.0 2

.1 2

.1 2

.03

.08

.05

.04

-.08

.06

-.05

.17

.05

IQ*****

-.03

.1 0

-.0 1

.05
.03
.04
.41

.06

.0 2

.06

.0 2

1 2 *****

.0 2

.05

.0 2

.05

.0 2

.0 1

41 *****

.0 1

.09
.03
.04

.35
.06

.08
.03
.03

.06

-.47
.04
-.15
-.26
-.06

.11

.04

.23
.03

.05

.0 2

.04
.03
.06
.26
.04

.03
.15
.05
.07

i 6 *****
.04
-.03
- 25*****
-.04

.03

-.0 1

.03

.06

.03

.0 2

.06**

-.0 1

.04

-.0 1

.29

.05

.01

.08
.03
.04

-.04

.03

.04

.03

.04

.03

.07

.0 2

Qg****

.04

.0 2

-.2 1

.03

-.1 0

.03

.05
-.16

.64
.62
44

.0 1
53

*****

-.28

.05

.38
.35
15 3 3 *****
.31
51 99*****

.01

.04
.17

.0 2

.0 0

51*****

_

24

*****

.61
.60
39 8 6 *****
.47
154 1 7 *****

.49
170.36*****
02. ****£><.002. * * * * * p <.001. ****** ^ < .004.

_

2

g*****

.37
.34
14 71 *****
.2 1

41 36*****
314
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Age Group: <25 (.91)
Years in Facility
<1 (.79), 1-2 (.76), 3-4
(.41), 5-9 (.46)
Facility Type:
GOV (.47)
Position:
Admin. (-.30)

P o s it io n : A dm in ( .I 1))

Job
S a tisfa c tio n

Professionalism
Climate

\ c a r s in F a c i l i t \ :
< 1 (-.2 1 )

Years in Facility:
< 1 (-.26)
Position: Admin (.31)
Facility Type:
NP (.17), GOV (.23)

Independence
Climate

O rganizational
C o m m it m e n t

Rules
Climate

P e r c e iv e d
O r g a n iz a tio n a l
S u p p ort

Figure 5.23 Control Variables and Ethical Climates as Predictors of POS, JS, OC, and TOI (Significant Relationships).
Abbreviations: Admin. = administrative nurse; NP = non-profit; GOV = government;

316

Hu'. Independence climate is positively related to perceived organizational
support.

His'. Instrumental climate is negatively related to perceived organizational
support.
Model 5 was significant F (25, 630) = 44.61; p < .0001. The i?-squared was .64
and means that approximately 64% of the variability of POS is accounted for by ethical
climates and control variables in the model. Hypotheses 11,14 and 15 were supported
(see Figure 5.23). As suggested in Hypothesis 11, the more LNs perceived the
organization’s climate as caring, the more they were to perceive the organization as being
supportive (b = .41 ,P < .001). On the other hand, the egoistic climate was negatively
related to POS (b = -.21, p < .001). The relationship between the independence climate
and POS was significant too (b - .01; p < 0.001).

Step 3: Perceived Organizational Support

In step 3, POS was added as an independent variable, which allowed assessing the
contribution of this variable to the model as well testing its role as a predictor of TOI.
The results showed that POS added just 5% to the explained variance of TOI (Change in
R2 = .05, F = 50.94, p< .0001; Model 11 in Table 5.44). It, however, added 14% to the
explained variance of OC (Change in i ?2 = .14, F = 345.06, p< .0001; Model 10 in Table
5.44) and 7% to the explained variance of JS (Change in R2 = .07, F - 79.79, p< .0001;
Model 9 in Table 5.44). The following hypothesis was tested next.

H2 6 ’. Perceived organizational support is negatively related to turnover
intention.
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Model 11 was significant F (26, 629) = 17.22; p < .0001. The 7?-squared was .42
and means that approximately 42% of the variability of TOI, is accounted for by control
variables, ethical climates, and POS in the model. Hypothesis 26 was supported (see
Figure 5.24); the higher the level of perceived support in the organization, the lower the
intention to leave the facility (b = -.50, p < .001). After the addition of POS as a predictor
variable to the model, the standardized regression coefficient linking caring climate to
TOI dropped to the point of being non-significant (see Model 11 in Table 5.44). While
these effects can be attributed to the effects of multicollinearity between POS and caring
(r = .74), it is also possible that POS acts as a mediator on the relationship between caring
climate and TOI.
On the other hand, Hypothesis 10 was supported; the instrumental climate
predicted significantly TOI (b - .18, p< .001) but there was a drop in the coefficient.
Additional hypothesis testing was conducted at step 3 that examined the relationships
between the predictor variables and mediator variables.

Hu: Caring climate is positively related to job satisfaction.
H]7.' Professionalism climate is positively related to job satisfaction.
Hjs: Rules climate is positively related to job satisfaction.
Hu: Independence climate is positively related to job satisfaction.
H2 0 '. Instrumental climate is negatively related to job satisfaction.
H2 7 : Perceived organizational support is positively related to job satisfaction.
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Table 5.44
Summary of Hierarchical Regression Analysis: Step 3 (N= 656)
Independent
Variables
Step 3
(Add POS)
Male
RN
Age Group:
<25 vs. 0
25-34 vs. 0
35-44 vs. 0
54 > vs. 0
Years in
Facility:
< 1 vs. 0
1 - 2 vs. 0
3-4 vs. 0
5-9 vs. 0
Position:
DON vs. 0
Adm. vs. 0
Charge vs. 0
Other vs. 0

Dependent Variables

.0 1

-.04

.14

-.0 1

-.0 2

1.04

.24

.14

-.0 2

.04

.0 2

-.0 1

.08

.14

.0 2

-.0 1

.08

-.05

-.0 1

-.0 2

.11

.0 0

-.0 1

-.0 2

-.03

.08
.07
.05

-.0 2

-.0 2

-.1 1

.1 0

.04

-.0 2

-.1 1

-.18

.08

- 08***

-.08

.75

.2 0

-.08

y^******

-.1 1

-.06

.73
.42
.44

.23

.13

.1 2

-.04

-.03
-.03
-.05

.1 2

-.07

.07
.07
.07

.14

-.03
-.03
-.05

72******
42******
4 4 ******

-.04

.13

-.0 1

.0 1

.04

.21

.01

.0 1

.04

.08
.06

.08
.06

.07
.04

-.15

1 ^****

-.05

-.0 2

.1 0

-.0 1

.07
.04

-.1 0

.1 2

.04
.03
-.03

.0 1

.14

.2 0

.0 2

.0 1

B
.0 0

-.1 0

.0 2

P

B

OC
Model 10
SE B

.0 0

-.0 1

.2 0

.01

-.05

TOI
Model 11
SEB

JS
Model 9
SEB
.09
.05

.0 1

.09

.16
.09**

B
.04
.03

P

14******

P

-.0 1

.2 0

-.05

09**
1

Q4******

_

1 2 ****
-.0 2

.14

oo

*
*
*
*
*
*

cn
p

p

o

r

*
*
*
*
p *
r *

n-

001

*
* **
* *
O p *r- *
o *<N
i* VO

cn

in vo
p in
i*

*
*
*
*
*
*
vo
in cn
r^ Ov
d p rd
*
*
*
*
*
*
in
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* * * * * p < 002

cn
o

.75

.06*

*

****p < oi

.06
.02
.03
.03
.02
.02

-.06
-.05

-.50

.06
.06
.06
.04
.05
.07

.09
.03

-.45
.06

.09

r-H
Os
O O

***p < 03

1
T—
H
p p

.04

O cn

.05

.04
.04

.01

.05

*
*
*
*
*
*
* <N oo *
* O
*
r *
*
i-H
00

O

i*

.37

*
O o
1*
i

cn

.05
.05
.02

cn

.20

-.02

©

.01
.03
.02

<55.
*
*
*
*
ro

.04

.39

SEB

cn

•y

.06
.02
.09
.03
.04
.04
.02

r—
<
1*
.02
.02
.04

.03

-.03

*

SEB

TOI
Model 11

o
o

in

.04
.04

.06

i-H
o
1*
.07

.06

05
cn

-.02

SEB

OC
Model 10

<N
T-H

.04

.06
-.03
-.05
-.04
.01

*
*
*
*
*
*
CN
CN
S

Change in R
F for change in R 2
05
**p < 04

JS

Model 9

CN

Adjusted R2

Facility Size:
50-99 vs. 0
200 > vs. 0
Ownership Type:
NP vs. 0
Gov. vs. 0
Opportunity
Over-claiming
Caring
Professionalism
Rules
Independence
Instrumental
POS

(Add P O S)

Step 3

Dependent Variables

o

* **
* *
*
(N * **
O * *
* VO
00
1-H cn
i*
90'

<51 o
i*

o
o

PE

Independent
Variables

o
o
*
*
*
*
*
*
VO
I*

10'
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*
*
*
*
*
*
N"
ON
o
in

*
*
*
*
*
*
*
*
*
*
*
*
cn
O
in r*H V
p
CN
in
O
N"
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Age Group:
<25 (.14)
Years in Facility:
<1 (.20), 1-2 (.23),
3-4 (.12), 5-9 (.14)
Facility Type:
GOV (-.45)
Position: RN (.03)
Job Title:
Admin (-.05)

Job
Sal isi art ion
Professionalism
Climate

Years in Facilitx:
< 1 ( - . 18 )

Organizational
Commitment

Facilitx T y p e :

NP (-.11)
Years in Facility:
<1 (-.08), 5-9 (-.05)
Position:
Admin (.07)
Facility Type:
NP (.13), GOV (.20)
Title: RN (-.05)

Independence
Climate

Rules
Climate

’erceivcd
Orunnizntioiiiil
Support

Figure 5.24 Control Variables, Ethical Climates, and POS as Predictors of JS, OC, and TOI (Significant Relationships).
Abbreviations: Admin = Administrative nurse; NP = non-profit, GOV = government.
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When job satisfaction served as a dependent variable (see Model 9 in Table 5.44),
the model was statistically significant, F (26, 629) = 19.65; p< .0001. The i?-squared is
.45 and means that approximately 45% of the variability of JS is accounted for by the
control variables, ethical climates and perceived organizational support. Only Hypotheses
16 and 27 were supported (see Figure 5.24). As suggested in Hypothesis 16, the more
licensed nurses perceived the organization’s climate as caring, their reported level of job
satisfaction was higher (b = . 1 1 ,P < .001). Furthermore, POS was positively associated
with a higher level of job satisfaction (b = .37, p < .001).
The role of the predictors on organizational commitment was tested next to
address the following hypotheses:

H2 1 '. Caring climate is positively related to organizational commitment.
H22’. Professionalism climate is positively related to organizational

commitment.
H 23' Rules climate is positively related to organizational commitment.

H2 4 ’ Independence climate is positively related to organizational commitment.
H25'. Instrumental climate is negatively related to organizational commitment.

H2 8 '. Perceived organizational support is positively related to organizational
commitment.
Results in Table 5.44 show that Hypotheses 21,22,25, and 28 were supported.
When organizational commitment served as a dependent variable (see Model 10), the
m o d el w as statistically significant,

F

(2 6 , 6 2 9 ) = 72.53; p < .0001. T he

squared is .75

and means that approximately 75% of the variability of OC is accounted for by the
control variables, ethical climates and perceived organizational support. As suggested in
Hypothesis 21, the more licensed nurses perceived their organization’s climate as caring,
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the stronger their attachment to the organization was (b = .13,/? < .001). Similarly, the
more an organization adhered strictly to laws and codes, the greater the level of its
employees’ commitment (b = .05, p < .05). Instrumental climate, on the other hand was
negatively associated with an intention to leave the facility (b = -.05, /?< .01). Finally,
higher levels o f POS predicted a higher level of organizational commitment (b = .56, p <
. 001 ).

Step 4: Job Satisfaction

The addition of job satisfaction adds 8 % to the explained variance in TOI
(Change in i ?2 = .08, F = 101.83,/? = .0001; Model 12 in Table 5.45). To test the
hypothesis that job satisfaction and organizational commitment contribute independently
to the prediction o f intention to leave, in Step 4, JS served as an independent variable.
TOI was regressed on the control variables, ethical climates, POS, and JS.
In Step 5, OC served as an independent variable and TOI was regressed on the
control variables, ethical climates, POS, and OC.

H2 9 '. Job satisfaction and organizational commitment will contribute
independently to the explanation of intention to leave but reciprocal
influences may exist.
H30". Job satisfaction is negatively related to turnover intention.

Hypothesis 30 was strongly supported (see Figure 5.25). When turnover intention
served as a dependent variable (see Model 12 in Table 5.45), the model was statistically
significant, F (27, 628) = 23.02;/?< .0001. The 7?-squared is .50 and means that
approximately 50% of the variability o f TOI is accounted for by the control variables,
ethical climates, perceived organizational support, and job satisfaction.
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Table 5.45
Summary of Hierarchical Regression Analysis: Step 4 (N= 656)
Independent Variables
Step 4
(AddJS)
Male
RN
Age Group:
<25 vs. 0
25-34 vs. 0
35-44 vs. 0
54 > vs. 0
Years in Facility:
< 1 vs. 0
1 - 2 vs. 0
3-4 vs. 0
5-9 vs. 0
Position:
DON vs. 0
Adm. vs. 0
Charge vs. 0
Other vs. 0

B
.2 0

.09

Dependent Variables
TOI
Model 12
SEB
.15
.08

P
.04
.04

1 .0 1

.2 2

.14

.11

.13

.03

-.08
-.13

.1 0

-.0 2

.09

-.05

.64

.13

.6 6

.1 1

.44
.40

.1 2

.01

.2 0

.0 0

-.1 0

.1 2

-.03

.01

.09
.19

.0 0

.07

.1 1

****
1 2 ****
^2 ****

20

.01

U>
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Table 5.45- Continued
Independent Variables
Step 4
(AddJS)

B

Facility Size:
-.0 1
50-99 vs. 0
.1 2
2 0 0 > vs. 0
Ownership Type:
-.06
NP vs. 0
Gov. vs. 0
-.44
Opportunity
.07
Over-claiming
-.1 0
Caring
.01
Professionalism
-.03
Rules
.04
Independence
.04
Instrumental
.17
POS
-.27
JS
-.63
R2
Adjusted R2
F
Change in R2
F for change in R2
* p < .02. * * p < .01. * * * p < . 005. * * * * p <.001.

Dependent Variables
TOI
Model 12
SE B

P

.09

-.0 0

.11

.03

.09

-.0 2

.09
.03
.14
.05
.06
.06
.04
.04
.07
.06
.50
.48
23 02****

.07*
-.0 2
.0 1
-.0 2

.03
.03
2 g****
_ 2 9 ****
- 38****

Q g****

101.83****

324
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fiSir
Years in
Facility:
<1 (.64)
1-2 (.66)
3-4 (.44)
5-9 (.40)
Facility
Ownership
Type:
GOV (-.44)

.17

■ ( aims' C un,nc

Professionalism
Climate

Satisfaction

-.63

Independence
Climate

Rules
Climate
P e r c e iv e d
O rg a n iz a tio n a l

-.27

S u p p o rt

Figure 5.25 Control Variables, Ethical Climates, POS, and JS as Predictors of TOI (Significant Relationships).
Abbreviations: GOV = government
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As suggested in Hypothesis 30, job satisfaction was negatively related to turnover
intention (b = -.63, p < .001). Indeed, job satisfaction was the strongest predictor of TOI,
among the other variables, with a standardized coefficient of -.38.

Step 5: Organizational Commitment

To assess the independent contribution of OC to TOI, in step 5, OC was added as
a predictor variable. Results show that OC added an additional 8 % to the explained
variance in TOI (Change in R2 = .08, F = 108.28,p< .001; Model 13 in Table 5.46). To
test the predictive power of organizational commitment on turnover intention, the
following hypothesis was tested:

H3 1 : Organizational commitment is negatively related to turnover intention.
Model 13 was statistically significant, F (27, 628) = 23.43; p< .0001. The Rsquared is .50 and means that approximately 50% of the variability of TOI is accounted
for by the control variables, ethical climates, perceived organizational support, and
organizational commitment. As suggested in Hypothesis 31, higher level of
organizational commitment was negatively related to intentions to leave (b = -.89,
p < .001). Therefore, Hypothesis 29 was supported, both job satisfaction and
organizational commitment independently contributed significantly in the prediction of
turnover intention (see Figure 5.26).
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Table 5.46
Summary of Hierarchical Regression Analysis: Step 5 (N= 656)
Independent Variables
Step 5
(Add OC)
Male
RN
Age Group:
<25 vs. 0
25-34 vs. 0
35-44 vs. 0
54 > vs. 0
Years in Facility:
< 1 vs. 0
1 - 2 vs. 0
3-4 vs. 0
5-9 vs. 0
Position:
DON vs. 0
Adm. vs. 0
Charge vs. 0
Other vs. 0

B
.16
.01

Dependent Variables
TOI
Model 13
SE B
.15
.08

P
.03
.01
1 2 ****

.95

.2 2

.07
-.04
-.15

.13

.0 2

.1 0

-.0 1

.09

-.05

.56

.13

.67
.35
.35

.1 1

22

.1 2

2 0 ****

.1 1

22****

.06

.2 0

.01

-.03
.04
.18

.1 2

-.0 1

.09
.19

.0 1

****

.03

327
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Table 5.46- Continued
Independent Variables
Step 5
(Add OC)

B

Facility Size:
-.03
50-99 vs. 0
2 0 0 > vs. 0
.16
Ownership Type:
.13
NP vs. 0
Gov. vs. 0
-.27
Opportunity
.07
-.14
Over-claiming
Caring
.06
Professionalism
-.0 1
Rules
.0 2
Independence
.04
Instrumental
.14
POS
-.0 0
OC
-.89
R2
Adjusted R 2
F
Change in R 2
F for change in R 2
*p<.02. **£><.01. ***£>< .005. ****£><.001.

Dependent Variables
TOI
Model 13
SE B

P

.09

-.0 1

.11

.04

.09

.05

.1 0

.03
.14
.05
.06
.06
.04
.04
.08
.09
.50
.48
23 4 3 ****
.08
108.28****

_ 09**
.07*
-.03
.05
-.0 0
.0 2

.03
j 2 ****
-.0 0

- 5 9 ****

328
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.14
1

Age Group:
<25 (.95)
Years in
Facility7:
<1 (. 56),
1-2 (.67),
3-4 (.35),
5-9 (.35)
Facility
Ownership
Type
GOV (-.27)

(.'arum Clim ate

Professionalism
Climate

Organizational
Com m itm ent

-.89

Independence
Climate

Rules
Climate
P e rc eiv ed
O rg a n iza tio n a l

Figure 5.26 Control Variables, Ethical Climates, POS, and OC as Predictors of TOI (Significant Relationships).
Abbreviations: GOV = government.
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Step 6 : Job Satisfaction and Organizational Commitment

In step 6 , the mediators were added as a group to the control variables, ethical
climates and perceived organizational support. Results show that taken as a group the two
mediators added an additional 11% to the explained variance in TOI (Change in
R 2 = .11, F = 73.72, p< .001; Model 14 in Table 5.47). The percentage was smaller than
16%, which was expected because the two variables were highly correlated (r = .75).

Testing the Relationship of Study Concepts on Turnover Intention

The relative strength of the influence each of the study concepts has on turnover
intention was examined next. Hypothesis 32 stated that:

H3 2 '. There is a difference in influences of the control variables, independent
variables, and mediator variables on turnover intention.
Table 5.48 shows that the independent variables had significant differential
multivariate effects on the dependent variable in the study.
The control variables explained 16% of the variance of turnover intention. Ethical
climates as a group together with the control variables explained 37%. Perceived
organizational support added just an additional 5% and together with preceding variables
accounted for 42% of the explained variance of turnover intention.
Job satisfaction and organizational commitment each added an additional 8 % to
the preceding variables in the model and each explained 50% of variance of TOI.
With a / 7-value of zero to four decimal places, the final model is significant, F (28,
627) = 24.96; p < .0001. The i?-squared is 0.53 and means that approximately 53% of the
variability of TOI is accounted for by all variables in the model.
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Table 5.47
Summary o f Hierarchical Regression Analysis: Step
Independent Variables
Step 6
(A ddJS& O C )
Male
RN
Age Group:
<25 vs. 0
25-34 vs. 0
35-44 vs. 0
54 > vs. 0
Years in Facility:
< 1 vs. 0
1 - 2 vs. 0
3-4 vs. 0
5-9 vs. 0
Position:
DON vs. 0
Adm. vs. 0
Charge vs. 0
Other vs. 0

B
.18
.04

6

(N= 656)

Dependent Variables
TOI
Model 14
SEB
.15
.08

P

.03
.0 2

.96

.2 2

.13**

.09
-.07
-.15

.1 2

.0 2

.1 0

-.0 2

.09

-.05

.55

.13

.64
.38
.35

.11

.1 0

.2 0 **
2 1 **
. 1 2 **

.04

.19

.01

-.03
.04
.13

.1 2

-.0 1

.09
.18

.02

.1 2

.0 2

Independent Variables

Facility Size:
50-99 vs. 0
2 0 0 > vs. 0
Ownership Type:
NP vs. 0
Gov. vs. 0
Opportunity
Over-claiming
Caring
Professionalism
Rules
Independence
Instrumental
POS
JS
OC
R2
Adjusted R 2
F
Change in R 2
F for change in R 2

B

P

-.0 2

.09

-.0 1

.14

.11

.04

.04

.09

.0 2

-.32
.07

.09
.03
.13
.05
.06
.06
.04
.04
.08
.07

-.1 2

.07
-.0 1

.04
.04
.15
-.0 1

-.41
-.61

.1 0

*

Step 6
(AddJS& O C )

Dependent Variables
TOI
Model 14
SEB

O
OO
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Table 5.47- Continued

-.03
.06
-.0 0

.03
.03
1 4 * *

-.0 1

-.25**
_ 4 0 **

.53
.51
24 96****
.11

73.72****

* p < .0 1 . **j!?<.001. * * * p < .02. ****p < .0 0 0 1 .
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Table 5.48
Summary of Constructs’ Contribution in Explaining Variance of Turnover Intention

0 .0 0 0 0

Change
in/?”
-

F for change
i n i ?2
-

0 .0 0 0 0

14.71 (25, 630)

0 .0 0 0 0

.21

41.36

0 .0 0 0 0

.39

17.22 (26, 629)

0 .0 0 0 0

.05

50.94

0 .0 0 0 0

.50

.48

23.02 (27, 628)

0 .0 0 0 0

.08

101.83

0 .0 0 0 0

OC only

.50

.48

23.43 (27, 628)

0 .0 0 0 0

.08

108.28

0 .0 0 0 0

JS& O C

.53

.51

24.96 (28, 627)

0 .0 0 0 0

.11

73.72

0 .0 0 0 0

Adjusted

Blocks

R2

Control Variables

.16

.14

6.13 (20, 635)

.37

.34

.42

Predictors
Ethical Climates
POS
Mediators
JS only

"

F id j)
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In the final model, Hypotheses 5,10, 29, and 30 were supported again, whereas
Hypothesis

6

and 26 were not (see Figure 5.27).

Consistent with previous findings, the control variables age group and years in the
facility were found to directly influence TOI and suggested that nurses under the age of
25 were more likely to consider leaving the organization as compared to nurses who were
between 44 and 53 (b = .96,p < .001). Furthermore, nurses who had worked in the
facility for more than

10

years had less desire to resign as compared to nurses with less

than 10 years in the facility. Finally, licensed nurses in government SNFs had less
intention to leave as compared to nurses in for-profit SNFs (b = -.32, p < .001).
Additionally, in the final model, the variable ‘opportunity’ had a significant
coefficient of 0.07, p < .01, which meant that as other facilities tried to attract nurses,
nurses would be more likely to have intention to leave their organization. Nevertheless,
the latter hypothesis was not supported. The variable ‘opportunity’ had very
weak significant correlations with JS, OC, and POS. These correlations became non
significant when the Bonferroni multiple-comparison adjustment was used.
As proposed in Hypothesis 30 and 31, greater job satisfaction (b = - A \ ,p < .001)
and organizational commitment ( b - .61 ,P < .0 0 1 ) were negatively related to turnover
intention. As suggested in Hypothesis 10, the more nurses perceived their organization’s
climate as unethical, the higher their intention to leave the facility was (b = .15,
p < .0 0 1 ).
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Age Group:
<25 (.96)
Years in
Facility:
<1 (. 55)
1-2 (.64)
3-4 (.38)
5-9 (.35)
Facility
Ownership
Type:
GOV (-.32)

('tiring C lim ate

Satisfaction

Professionalism
Climate
Organizational
C om m itm ent

Independence
Climate

Rules
Climate

P e r c e i v e d ffl
O rg a n iz a tio n a l
S u p p o rt

Figure 5.27 Control Variables, Ethical Climates, POS, JS and OC as Predictors of TOI (Significant Relationships).

Abbreviations: GOV = government.
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The scarcity of significant individual independent variables in the multivariate
model on turnover intention may be a result of multicollinearity problems. Based on the
bivariate Spearman correlation results, it appears that caring climate dimension (r = -.42,
p< .001) and POS (r = -.51 ,p<. 001) were also determinants of TOI. However, the high
correlations between POS and OC (r = .83,p< .001), and between POS and Caring
(r = .74, p< .001) were a clear indication of multicollinearity. Since the current study also
tested mediation effects, the high correlations between predictors and mediators were to
be expected (Kenny, 2001).
Because the coefficients in the Beta column are all in the same standardized units
it is possible to compare these coefficients to assess the relative strength of each of the
predictors. In this model, low tolerance of OC was offset by its relatively high beta
coefficient, -.40 (in absolute value), the highest in the model.
This in itself is an indication that OC contributes significantly to the model. Thus,
a one standard deviation increase in OC leads to a .40 standard deviation decrease in
predicted TOI, with the other variables held constant. This finding is consistent with
previous research that reported that organizational commitment had a stronger
relationship with turnover intention than did job satisfaction (Williams & Hazer, 1986;
Shore & Martin, 1989). From Table 5.42 it is possible to see job satisfaction had the
second largest direct effect (-.25), followed by years in the facility, instrumental climate
(.14), age group, and facility ownership type.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

337

Model Fit to the Data

Betas and t-statistics do not tell the whole story about regression equations. It is
important to consider how well the regression model on turnover intention fits the actual
data. The added-variable plot in Figure 5.28 includes graphs of the main constructs used
in the regression model in the search for unusual and influential observations. The plot
does indicate potential outliers but they do not seem to be overly problematic.
Because Cook’s D test combines leverage and distance, it is preferred as an
indicator of multivariate outliers (Howell, 2006). This consideration is taken into account
by looking at Cook’s D measure for residuals and leverage. This is an index of how much
the regression coefficients would change if particular cases were removed from the data.
When the residuals appear randomly distributed, this is indicative of a good fit of the
regression model to the data. Also, when the regression equation fits the data well, no
individual data point exerts considerably more influence (leverage) on the regression
equation than any other point.
The lowest value that Cook’s D can assume is zero, and the higher the Cook’s D
is, the more influential the point (Howell, 2006). The conventional cut-off point is 4/n
(Howell, 2006). In this study, only 6 cases in the data with d values between .02 and .05,
were above the .01 cut off obtained by the formula (see Table 5.49). This influence is
trivial and deletion of those cases would not affect the regression results. Additional
diagnostics revealed only mild deviation from normality in the regression findings (see
Figure 5.29). Therefore, it can be said that the model fits the data well and the results are
robust.
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Figure 5.28 Added Variable Plots of Potential Outliers.
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Table 5.49

Excerpt from Cook’s D Test for Multivariate Outliers

C ase#

C o o k ’s D (4/n)*

85
214
270
579
613

.04
.05
.0 2

.03
.0 2

Note: Cook’s D cut off 4/656 = 0.01.

■4

2

0

2

4

S tudentized residuals
—
—

Ker nel d e n s i t y e s t i m a t e
N o r m a l d e n s i ty

Figure 5.29 Kernel Density Estimate vs. Normal
Density.
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Hypotheses Testing with Sobel-Goodman and Aroian Mediation Tests

Issues in Mediation Analysis

The proposed determinant model theorizes that ethical climate dimensions and
perceived organizational support will determine turnover intention and the effect on the
turnover intention will be mediated by job satisfaction and organizational commitment. In
addition, based on theory, it is hypothesized that the independent variable, POS, may
display mediating effects between the ethical climate dimensions and turnover intention
and between ethical climate dimensions and job satisfaction and organizational
commitment. According to Kenny (2001) several issues need to be considered before
conducting mediation analysis: assumptions of the general linear model,
multicollinearity, measurement error in the mediator, covariates, multiple indicators and
outcomes.

Regression Assumptions

Mediation analysis requires that all standard assumptions of the general linear
model (i.e., linearity, normality, homogeneity of error variance, and independence of
errors) are met; the latter were within acceptable limits in the current study.

Multicollinearity

Although multicollinearity may present a problem, the sample size used in the
current study is sufficiently large to deal with it. The effective sample size for mediation
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tests is approximately N (1-r2) where N is the total sample size and r is the correlation
between the initial variable and the mediator (Kenny, 2001).
Measurement Error in the Mediator

The mediators used in this study have demonstrated high degree of reliability.
Thus, bias should be fairly minimal.

Covariates

Covariates (e.g., control variables, ethical climates) were included in the
equations to rule out the possibility that the relationships between the predictor and
mediator and between the mediator and outcome variables were an artifact of the
covariates.

Multiple Mediators and Outcomes

According to Kenny (2001), the steps necessary to test mediation are the same
using multiple regression or structural equation modeling. Also, when there are multiple
mediators and multiple outcomes, they can be tested separately or simultaneously. This
study uses multiple regression to test mediation and tests relationships separately.
The Sobel-Goodman tests (using the command sgmediation outcome,
mv(mediator) iv(independent) cv(covariates) under STATA 8.2) and Aroian test were
performed to confirm the significance of mediation.
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The Mediating Effects of POS, JS, and OC on the Relationship between Ethical Climate
Dimensions and Turnover Intention

The Mediating Effects of POS

First, to test the mediating effect of POS, the following hypotheses were
considered:
H33'. Perceived organizational support mediates a negative relationship

between caring climate and turnover intention.
H34'. Perceived organizational support mediates a positive relationship

between instrumental climate and turnover intention.
H35: Perceived organizational support mediates a negative relationship

between principled climate (i.e., professionalism, rules, independence)
and turnover intention.
Only two climates satisfied Barron and Kenny’s conditions for testing a mediated
model: caring climate and instrumental climate. Caring climate was a significant correlate
with POS (r= .74 ,p< .001) and a significant predictor of POS (b = A \,p < .001; Model 5
in Table 5.43) when POS was a dependent variable (Model 5 in Table 5.43). Next, POS
was a significant correlate (r = -.51,/>< .001) with TOI and a significant predictor of TOI
(b = -0.50, p< .001; Model 11 in Table 5.44). Finally caring climate was a significant
correlate with TOI (r = -0.42, p< .001) and a significant predictor of TOI (b = -0.26,
p< .001; Model

8

in Table 5.43). When the mediator POS was introduced, the coefficient

of caring climate was reduced to the point of being non-significant, however, its
coefficient was not zero (b = -.06; Model 11 in Table 5.44). Therefore, the relationship
may be partially mediated. The mediation effect of POS was highly significant (Sobel:
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z = -6.41 ,p < .0001; Aroian: z = -.6.40, p < .0001; Goodman: z = -.6.42, p < .0001) with
approximately 78.17% of the total effect being mediated (see Table 5.50). Therefore,
Hypothesis 33 was supported.

Table 5.50

The Mediating Role of POS on Caring Climate and Turnover Intention
Mediation
Paths
Caring—»
POS-VTOI
Caring —» TOI
Caring -» POS
POS ->O C

Caring —» TOI
when mediator
introduced

t-value

Pearson
r

Models

-.26

-5.12*

-.42*

Model 8

.41

14.63**

.74*

Model 5

-.50

-.06

-7.13*

-1.00

-.51*

Model
11
Model
11

Mediation
Tests

%'of
Total
Effect
Mediated

Sobel Test:
Z = -6.41***
Aroian Test:
Z = -6.40***

78.17%

Goodman
Test:
Z = -6.42***

* £ > < . 001 . **/>< . 002 . * * * / ? < . 0001 .

Hypothesis 34 predicted a positive mediating effect of POS between instrumental
climate and turnover intention. Instrumental climate was a significant correlate of POS
(r= -.63, p< .001) and a significant predictor o f POS (b = -.21 ,p< .004) when POS was a
dependent variable (Model 5 in Table 5.43). Next, POS was a significant correlate o f TOI
(r = -.51 ,p< .001) and a significant predictor of TOI (b = -.50,p< .001; Model 11 in
Table 5.44). Finally instrumental climate was a significant correlate of TOI (r = A 6 , p<
.001) and a significant predictor of TOI (b = .29, p< .001; Model

8

in Table 5.43).
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When the mediator POS was introduced, the coefficient of instrumental climate
was reduced, but still significant (b = .19,/?< .001; Model 11 in Table 5.44). Therefore,
the relationship may be partially mediated. Follow-up Sobel and Aroian tests confirmed
the significance of partial mediation (Sobel: z = 5.44,/? < .0001; Aroian: z = 5.41,
p < .0001; Goodman: z = 5.46,/? < .0001) (see Table 5.51). The percent of total effect
mediated was 36.23%.
Table 5.51

The Mediating Role of POS on Instrumental Climate and Turnover Intention
Mediation Paths
Instrumental—>
POS—»TOI
Instrumental —>
TOI

t-value
.29

Instrumental —»
POS

-.2 1

POS —» TOI

-.50

Instrumental —>
TOI when
mediator
introduced

.19

6.34*

-8.4**

-7.13*

3.98*

Pearson r

Models

Mediation
Tests

.46*

Model

8

Sobel Test:
Z = 5 .4 4 ***

-.63*

Model 5

Aroian Test:
Z = 5.41
***

-.51*

Model 11

Model 11

% of Total
Effect
Mediated

36.23%

Goodman
Test:
Z = 5.46***

*/?<.001. **/?< .004. ***p<.0001.

T h e M ed iatin g E ffects o f PO S on the R elation sh ip b etw een E thical C lim ate D im en sio n s

and Organizational Commitment

The mediating effects of POS on the relationship between ethical climate
dimensions and organizational commitment were tested.
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Hu'- Perceived organizational support mediates a positive relationship
between caring climate and organizational commitment.
H37: Perceived organizational support mediates a negative relationship

between instrumental climate and organizational commitment.

H3 S’. Perceived organizational support mediates a positive relationship
between principled climate (i.e., professionalism, rules, independence)
and organizational commitment.
Hypotheses 36 and 37, and the independence climate in Hypothesis 38 satisfied
Barron and Kenny’s conditions for testing a mediated model. Caring climate was a
significant correlate of OC (r= .72, p< .001) and a significant predictor of OC (b = .35,
p< .001; Model 7 in Table 5.43) when OC was a dependent variable. Next, Caring was a
significant correlate of POS (r = .74, p< .001) and a significant predictor of POS
(b = A \,p < .001; Model 5 in Table 5.43). Finally, POS was a significant correlate of
OC (r = .83,p< .001) and a significant predictor of TOI (b = .56,p< .001; Model 10 in
Table 5.44). When the mediator POS was introduced, the coefficient of caring climate
dropped but remained significant (b = .13,p< .001; Model 10 in Table 5.44). Therefore,
the relationship may be partially mediated. Follow-up Sobel and Aroian tests confirmed
the significance of partial mediation (Sobel: z = 11.49, p< .0001; Aroian: z = 11.48,
p < .0001; Goodman: z = 11.50, p< .0001). The mediation effect of POS was
approximately 64.28% of the total effect being mediated (see Table 5.52). This finding
again supports the hypothesis that caring climate does predict turnover intention
indirectly through both POS and OC.
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Table 5.52

The Mediating Role of POS on Caring Climate and OC
Mediation Paths
Caring
->POS->OC
Caring —» OC

B

Caring —» POS
POS ->O C
Caring —» OC when
mediator introduced

t-value

Pearson
r )■■■

Models

.35

13.55*

.72*

Model 7

.41

14.63*

.74*

Model 5

.56

.13

18.58*

5.20*

.83*

Mediation
Tests

% of Total
Effect
Mediated

Sobel Test:
Z = 11.49**

Model 10

Aroian Test:
Z = 11.48**

Model 10

Goodman
Test:
Z = 11.50**

64.28%

*p< .0 0 1 . **p< .0 0 0 1 .

Instrumental climate was a significant correlate of OC (r= -.61 ,p< .001) and a
significant predictor of OC (b = -.17, p< .001; Model 7 in Table 5.43) when OC was a
dependent variable. Next, instrumental climate was a significant correlate of POS
(r = -.63,p< .001) and a significant predictor of POS (b = -.21 ,p< .001; Model 5 in Table
5.43). Finally, POS was a significant correlate of OC (r = .83,p< .001) and a significant
predictor of OC (b = .56, p< .001; Model 10 in Table 5.44). When the mediator POS was
introduced, the coefficient of instrumental climate dropped but was still significant and
different from zero (b = -.05,/K .01; Model 10 in Table 5.44). Therefore, the relationship
may be partially mediated. Follow-up Sobel and Aroian tests confirmed the significance
of partial mediation (Sobel: z = -7.65, p < .0001; Aroian: z = -1.6A,p< .0001; Goodman:
z = -7.66, p< .0001) (see Table 5.53). The mediation effect of POS was approximately
70.10% o f the total effect being mediated. Thus, Hypothesis 37 was supported.
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Table 5.53

The Mediating Role of POS on Instrumental Climate and OC
Mediation Paths
Instrumental—*
POS-*OC
Instrumental —> OC
Instrumental —*
POS
POS ->O C

B

t-value

Pearson
y

-.17

-7.13*

-.61*

-8.40*

-.63*

18.58*

.83*

-.2 1

.56

Instrumental-* OC
when mediator
introduced
-.05

Models
Model 7
Model 5
Model
10

Model
2.51**

10

Mediation
Tests

% of Total
Effect
Mediated

Sobel
Test:
Z=7.65**
Aroian
Test:
Z=7.64**

70.10%

Goodman
Test:
Z=7.66**

*p< .0 0 1 . **p< .0 0 0 1 .

Independence climate was a significant correlate of OC (r= .22, p< .001) and a
significant predictor of OC (b = .05, p< .001; Model 7 in Table 5.43) when OC was a
dependent variable. Next, independence climate was a significant correlate of POS
(r = .25, p< .001) and a significant predictor of POS (b = .01, p< .002; Model 5 in Table
5.43). Finally, POS was a significant correlate of OC (r = .83, p< .001) and a significant
predictor of TOI (b = .56, p< .001; Model 10 in Table 5.44). When the mediator POS was
introduced, the coefficient of independence climate dropped almost to zero and became
non-significant (b = .01; Model 10 in Table 5.44). Therefore, the relationship maybe
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fully mediated. Follow-up Sobel and Aroian tests confirmed the significance of full
mediation (Sobel: z =3.07, j>< .002; Aroian: z = 3.06,p< .002; Goodman: z = 3.07,
p< .002) (see Table 5.54). The mediation effect of POS was approximately 87.22% of the
total effect being mediated. Thus, Hypothesis 38 was partially supported for the
independence climate only.
Table 5.54

The Mediating Role of POS on Independence Climate and OC
Mediation Paths
Independence—>
POS-*OC
Independence —*
OC
Independence —»
POS
POS -* O C

Independence-*
OC when mediator
introduced
*p<

B
.05

.07

t-value
2 .1 2 *

3.11**

.56

18.58**
*

.0 1

0.33

Pearson
:P r
22

***

_25***

g2 ***

Models
Model 7

Model 5

Mediation
Tests
Sobel Test:
Z = 3.07**
Aroian Test:
Z = 3.06**

Model
10

Model

% of Total
Effect
Mediated

87.22%

Goodman
Test:
Z = 3.07**

10

.03. * * p < .002. * * * p < .001.

The Mediating Effects of POS on the Relationshin between Ethical Climate Dimensions
and Job Satisfaction

To test the mediating effects of POS on the relationship between ethical climate
dimensions and job satisfaction the following hypotheses were tested:
H39’. Perceived organizational support mediates a positive relationship

between caring climate and job satisfaction.
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H40: Perceived organizational support m ediates a negative relationship
betw een instrum ental clim ate and job satisfaction.

H41’. Perceived organizational support m ediates a positive relationship
between principled clim ate (i.e., professionalism , rules, independence)
and job satisfaction.

Hypotheses 39 and 40 satisfied Barron and Kenny’s conditions for testing a
mediated model. Caring climate was a significant correlate of JS (r= .57,p< .001) and a
significant predictor of JS (b = .26,p< .001; Model

6

in Table 5.43) when JS was a

dependent variable. Next, caring climate was a significant correlate of POS (r = .74,
p< .001) and a significant predictor of POS (b = A \,p < .001; Model 5 in Table 5.43).
Finally, POS was a significant correlate of JS (r = .63, p< .001) and a significant
predictor of JS (b = .37, p< .001; Model 9 in Table 5.44).
When the mediator POS was introduced, the coefficient of caring climate dropped
but remained significant (b = .11; p< .001; Model 9 in Table 5.44). Therefore, the
relationship may be partially mediated. Follow-up Sobel and Aroian tests confirmed the
significance of partial mediation (Sobel: z = 1.62,p< .0001; Goodman: z = 7.64,/><
.0001; Aroian: z = 1.6\,p< .0001) (see Table 5.55). The percent of total effect that is
mediated was approximately 57.41%. Thus, Hypothesis 39 was supported.
Instrumental climate was a significant correlate of JS (r= -A7,p< .001) and a
significant predictor of OC (b = -.10, p< .001; Model

6

in Table 5.43) when JS was a

dependent variable. Next, Instrumental was a significant correlate of POS (r = -.63,
p< .001) and a significant predictor of POS (b = -.21 ,p< .001; Model 5 in Table 5.43).
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Table 5.55

The Mediating Role of POS on Caring Climate and Job Satisfaction
Mediation Paths
B
Caring-»POS-»
!: JS-i'h':-;.':--'■■■
.26
Caring —»JS
Caring —>POS
POS -> JS
Caring —» JS
when mediator
introduced

.41

t-value

Pearson
r

8.55*

.57*

Model

14.63*

.74*

Model 5

.37

.1 1

8.93*

3.34*

.63*

Models
6

Mediation
Tests

% of Total
Effect
Mediated

Sobel Test:
Z = 7.62**

Model 9

Aroian Test:
Z = 7.61**

Model 9

Goodman
Test:
Z = 7.64**

57.41%

*p< .0 0 1 . **p< .0 0 0 1 .

Finally, POS was a significant correlate of JS (r = .63,p< .001) and a significant
predictor of JS (b = .37, p< .001; Model 9 in Table 5.44).
When the mediator POS was introduced, the coefficient of instrumental climate
dropped almost to zero and was non-significant (b = -.03; Model 9 in Table 5.44)
indicating a full mediation. The mediation effect o f POS was highly significant (Sobel:
z = -6.12,p< .0001; Goodman: z = -6.14,p< .0001; Aroian: z = -6.10,p< .0001) with
approximately 75.38% o f the total effect being mediated (see Table 5.56). Therefore, the
Hypothesis 40 was supported.
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Table 5.56

The Mediating Role of POS on Instrumental Climate and Job Satisfaction
Mediation Paths
Instrumental-*
POS-*JS
Instrumental —*
JS
Instrumental —»
POS

B
-.1 0

t-value
-3.74*

-8
-.2 1

40***

POS -* JS

.37

8.93*

Instrumental —>
JS when mediator
introduced

-.03

-0.93

Pearson
r ;::

-.47*

-.63*

.63*

Models
Model

Mediation
Tests

6

Sobel Test:
Z = -6.12**

Model 5

Aroian Test:
Z = -6.10**

Model 9

Model 9

% of Total
Effect
Mediated

75.38%

Goodman
Test:
Z = -6.14 **

*p < .001. **p < .0001. ***/>< .004.

The Mediating Effects o f Job Satisfaction on the Relationship between Ethical Climate
Dimensions and Turnover Intention

The mediating effects of JS on the relationship between ethical climates and
turnover intentions were examined to test the following hypotheses:

H4 2 .’ Job satisfaction mediates a negative relationship between caring climate
and turnover intention.
H43: Job satisfaction mediates a positive relationship between instrumental

climate and turnover intention.
H44'. Job satisfaction mediates a negative relationship between principled

climate (i.e., professionalism, rules, independence) and turnover
intention.
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None of the hypotheses was possible to test since the relationships did not
satisfied Barron and Kenny’s condition for testing a mediated model. For example, caring
climate was a significant predictor of JS (Model 9 in Table 5.44) but not a significant
predictor of TOI (Model 11 in Table 5.44). Instrumental climate was a significant
predictor of TOI (Model 11 in Table 5.44) but not a significant predictor of JS (Model 9
in Table 5.44). Similarly, non-significant relationship was found between the principle
climate dimensions and the mediator and the dependent variables.

The Mediating Effects of Organizational Commitment on the Relationship between
Ethical Climate Dimensions and Turnover Intention

Next, the mediating effects of OC were examined and the following hypotheses
were tested.
H45'. Organizational commitment mediates a negative relationship between

caring climate and turnover intention.

H46‘. Organizational commitment mediates a positive relationship between
instrumental climate and turnover intention.
H47'. Organizational commitment mediates a negative relationship between

principled climate (i.e., professionalism, rules, independence) and
turnover intention.
Only Hypotheses 46 satisfied Barron and Kenny’s conditions for testing a
mediated model. Instrumental climate was a significant correlate of OC (r= -.61,
p< .001) and a significant predictor of OC (b = -.05, p< .01; Model 10 in Table 5.44)
when OC was a dependent variable. Next, OC was a significant correlate of TOI
(r = -.62,p< .001) and a significant predictor of TOI (b = -.89,p< .001; Model 13 in
Table 5.46). Finally instrumental climate was a significant correlate of TOI (r = -.51,
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p< .001) and a significant predictor of TOI (b = .19 ,/?< .001; Model 11 in Table 5.44).
When the mediator OC was introduced, the coefficient of instrumental climate
dropped but was still significant (b = .14,p< .001; Model 13 in Table 5.46). Therefore,
the relationship may be partially mediated. Follow-up Sobel and Aroian tests confirmed
the significance o f partial mediation (Sobel: z = 2.44, p< .01; Aroian: z = 2.43,/? < .02;
Goodman: z = 2.45, p< .01) (see Table 5.57). Approximately 24.19% of the total effect
was mediated. Therefore, Hypothesis 46 was supported.

Table 5.57

The Mediating Role o f OC on Instrumental Climate and Turnover Intention
Mediation Paths
Instrumental—>
OC—»TOI
Instrumental —>
TOI
Instrumental —»
OC
OC -» TOI

Instrumental -»
TOI when
mediator
introduced

B ■ t-value
.19

-.05

-.89

.14

3.98*

Pearson
r

Models

-.51*

Model

Mediation
Tests

11

-2.51**

-.61*

-10.41*

-.62*

* / ? < . 0 0 1 . * * / ? < . 0 1 . ***p < .0 0 4 .

Model
13

Model
13

3.25*

Sobel Test:
Z - 2.44**

Model
10

% of Total
Effect
Mediated

Aroian Test:
—2 4 3 ****

2

Goodman
Test:
Z = 2.45**

.0 2 .
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The Mediating Effects of Job Satisfaction and Organizational Commitment (separately)
on the Relationship between POS and Turnover Intention

The Mediating Effects of Job Satisfaction

Next, the mediating effect of JS was examined and the following hypothesis was
tested.

H4 8 .’ Job satisfaction mediates a negative relationship between perceived
organizational support and turnover intention.
Perceived organizational support was a significant correlate of JS (r= .63,
p< .001) and a significant predictor of JS (b = .37, p< .001; Model 9 in Table 5.44) when
JS was a dependent variable. Next, JS was a significant correlate of TOI (r = -.57,
p< .001) and a significant predictor of TOI (b = -.63,p< .001; Model 12 in Table 5.45).
Finally, POS was a significant correlate of TOI (r = -.51, p< .001) and a significant
predictor of TOI (b = -.50,p< .001; Model 11 in Table 5.44). When the mediator JS was
introduced, the coefficient of POS was reduced, but still significant (b = -.27; p< .001;
Model 12 in Table 5.45). Therefore, the relationship maybe partially mediated. Followup Sobel and Aroian tests confirmed the significance of partial mediation (Sobel:
z = 6.69, p< .0001; Aroian: z = 6.67, p< .0001; Goodman: z = 6.71, p< .0001) (see Table
5.58). The percent of total effect being mediated was 46.77%.

The M ediating Effects o f Organizational Commitment

The mediating effect of OC was examined to test the following hypothesis:
H 49:

Organizational commitment mediates a negative relationship between
perceived organizational support and turnover intention.
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Table 5.58

The Mediating Role of JS on the Relationship between POS and Turnover Intention
Mediation Paths
POS-MS-4TOI
POS —» TOI

B
-.50

POS -> JS

.37

JS

-.63

TOI

POS -» TOI when
mediator introduced

-.27

t-value
-7.13*

Pearson
-.51*

Models
Model
11

8.93*

10.09*
-3.85*

.63*
-.57*

Model 9

Mediation
Tests
Sobel Test:
Z = 6.69**
Aroian Test:
Z = 6.67**

Model
12

Model

% of Total
Effect
Mediated

46.77%

Goodman
Test:
Z = 6.71**

12

*£><.001. **p<.0001.

POS was a significant correlate of OC (r= .83,£>< .001) and a significant predictor
of OC (b = .56, p< .001; Model 10 in Table 5.44) when OC was a dependent variable.
Next, OC was a significant correlate of TOI (r = -.62, p< .001) and a significant predictor
of TOI (b = -.2,9, p< .001; Model 13 in Table 5.46). Finally, POS was a significant
correlate of TOI (r = -,51,£>< .001) and a significant predictor of TOI (b = -.50, £>< .001;
Model 11 in Table 5.44).
When OC was introduced as a mediator, the coefficient of instrumental climate
dropped to zero and w as not significant (b = -.00; M odel 13 in Table 5.46). The

mediation effect of OC was highly significant (Sobel: z = -9.08, p< .0001; Aroian:
z = -9.07, p< .0001; Goodman: z = -9.09, p< .0001) with approximately 100% of the total
effect being mediated, i.e., full mediation (see Table 5.59). Therefore, Hypothesis 49 was
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strongly supported. Perceived organizational support does play an important indirect role
in the prediction of turnover intention.

Table 5.59

The Mediating Role of OC on Instrumental Climate and Turnover Intention
Mediation
Paths
POS->
OC—»TOI
POS —» TOI

B

t-value

-.50

-7.13*

-.51*

Model 11

POS -> OC

.56

18.58*

.83*

Model 10

OC -> TOI
POS —» TOI
when
mediator
introduced

-.89

-.0 0

-10.41*

- .0 1

Pearson

-.62*

Models

Mediation
Tests

% of Total
Effect
Mediated

Sobel Test:
Z = -9.08**

Model 13

Aroian Test:
Z = -9.07**

Model 13

Goodman
Test:
Z = -9.09**

99.88%

*/?<. 0 0 1 . **p < .0 0 0 1 .

Table 5.60 provides a summary of mediation hypothesis testing. Three hypotheses
were supported for complete mediation. Perceived organizational support was found to
completely mediate the relationship between instrumental climate and job satisfaction
and between independence climate and organizational commitment. Furthermore,
organizational comm itm ent com pletely mediated the relationship between perceived

organizational support and turnover intention supporting the hypothesis that POS does
play significant effect on turnover intention but indirectly. Perceived organizational
support mediated partially the relationship between instrumental climate and caring
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climate and organizational commitment, job satisfaction, and turnover intention
(separately). Organizational commitment mediated partially the relationship between
instrumental climate and turnover intention, and job satisfaction mediated partially the
relationship between perceived organizational support and turnover intention.

Table 5.60

A Summary of Mediation Hypothesis Testing

Mediation Hypothesis
7/33: Caring -> POS ->• TOI
H 34 : Instrumental —» POS —> TOI
H 35 : Principle (professionalism, rules,
independence) -> POS —»TOI
H36: Caring —» POS -» OC
7/37 : Instrumental —» POS —> OC
7738: Principled (professionalism, rules,
independence) —> POS —> OC
7 / 39 : Caring -» POS —
> JS
/ / 40 : Instrumental —> POS —> JS
7 / 41 : Principle (professionalism, rules,
independence) —» POS —» JS
T742: Caring —» JS -» TOI
774 3: Instrumental —
» JS —> TOI
7 / 4 4 : Principle (professionalism, rules,
independence) —» JS —>TOI
H45: Caring -> OC -> TOI
7 / 4 6 : Instrumental —
> OC —>TOI
7 / 4 7 : Principle (professionalism, rules,
independence) —^ OC —^ TOI
7748: POS -> JS ■-> TOI
H 4 9 : POS -> OC.-> TOI

Type of
Mediation
Partial
Partial

% of Total
Effect
Mediated
78.17
36.23

Supported?
Yes
Yes
No

Partial
Partial
Full

64.28
70.10

Yes
Yes

87.22

Yes*

Partial
Full

57.41
75.38

Yes
Yes
No
No
No
No

Partial

24.18

No
Yes
No

Partial
Full

46.77
99.88

*Hypothesis 38 was supported only for the independence climate.
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Summary

This chapter presented the results of the statistical analyses. The statistical packages
AMOS 6.0 and STATA 8.2 were used to conduct the tests. Seven types of statistical
analyses were employed to describe data and test specific hypotheses.
First, descriptive statistics and contingency analyses were conducted to develop a
profile of the respondents, discuss survey items, and identify important relationships at
the ordinal and nominal levels. Second, confirmatory factor analysis was used to test the
fit of the overall measurement model. The procedures conducted in revising the
constructs and their fit to the data were explained. Reliability and validity of each
construct were examined. Third, before testing the hypotheses, Pearson Product Moment
Correlation Coefficients and descriptive statistics were discussed to identify possible
associations between the variables. Fourth, hypotheses testing was done using MANOVA
and ANOVA, hierarchical multiple regression analysis, and Sobel-Goodman and Aroian
mediation tests for mediation effects.
The analysis supported 28 hypotheses out of 49 hypotheses (see Table 5.61).
Significant overall differences were found in ethical climates perceptions by facility
ownership type, job title, and job position. Figure 5.30 shows that of the ethical climates,
only instrumental climate was found significantly related to TOI. Instrumental climate,
caring climate and independence climates were significantly related to POS. Instrumental
climate, caring climate and professionalism climates were significantly related to OC.
Only caring climate was significantly related to JS. Perceived organizational support was
significantly related to both job satisfaction and organizational commitment. Both job

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

359

satisfaction and organizational commitment were significantly related to turnover
intention. Perceived organizational support, job satisfaction and organizational
commitment played a significant mediating role in the model. Finally, the control
variables ‘years in the facility,’ ‘age group,’ and ‘facility ownership type’ had a
significant influence on turnover intention individually and in combination with the other
variables in the final model.
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Table 5.61
A Summary of Hypothesis Testing
#
H,
h2
H3
h4
h

5

h6
h7
h8
h9
H 10
Hu
Hn
Hn
H l4
H 15
H }6
H I7
H I8
h I9

Hypothesis
There is an overall difference in licensed nurses’ perceptions of ethical climates by facility
ownership type.
There is an overall difference in licensed nurses’ perceptions o f ethical climate by job title.
There is an overall difference in licensed nurses’ perceptions of ethical cli mate by job position.
There is an overall difference in licensed nurses’ perceptions of ethical climate by years in the
facility.
The control variables (job title, gender, age group, job position, years in the facility, facility
ownership type, facility size, opportunity, and over-claiming) are related to perceived
organizational support, job satisfaction, organizational commitment, and turnover intention.
Caring climate is negatively related to turnover intention.
Professionalism climate is negatively related to turnover intention.
Rules climate is negatively related to turnover intention.
Independence climate is negatively related to turnover intention.
Instrumental climate is positively related to turnover intention.
Caring climate is positively related to perceived organizational support.
Professionalism climate is positively related to perceived organizational support.
Rules climate is positively related to perceived organizational support.
Independence climate is positively related to perceived organizational support.
Instrumental climate is negatively related to perceived organizational support.
Caring climate is positively related to job satisfaction.
Professionalism climate is positively related to job satisfaction.
Rules climate is positively related to job satisfaction.
Independence climate is positively related to job satisfaction.

Result
Supported
Supported
Supported
Not supported
Partially
supported
Not supported
Not supported
Not supported
Not supported
Supported
Supported
Not supported
Not supported
Supported
Supported
Supported
Not supported
Not supported
Not supported
360
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Table 5.61-Continued
#
H 20
H21
H22
H 23
H24
H25
h26
II27
h28

H29
H30
H31
H32
H33
H 34
H 35

H36
H 37

Hypothesis
Instrumental climate is negatively related to job satisfaction.
Caring climate is positively related to organizational commitment
Professionalism climate is positively related to organizational commitment.
Rules climate is positively related to organizational commitment.
Independence climate is positively related to organizational commitment.
Instrumental climate is negatively related to organizational commitment.
Perceived organizational support is negatively related to turnover intention.
Perceived organizational support is positively related to job satisfaction.
Perceived organizational support is positively related to organizational commitment.
Job satisfaction and organizational commitment will contribute independently to the
explanation of intention to leave but reciprocal influences may exist.
Job satisfaction is negatively related to turnover intention.
Organizational commitment is negatively related to turnover intention.
There is a difference in influences of the control variables, predictors, and mediators on
turnover intention.
Perceived organizational support mediates a negative relationship between caring climate and
turnover intention.
Perceived organizational support mediates a positive relationship between instrumental
climate and turnover intention.
Perceived organizational support mediates a negative relationship between principled climate
(i.e., professionalism, rules, independence) and turnover intention.
Perceived organizational support will mediate a positive relationship between caring climate
and organizational commitment.
Perceived organizational support mediates a negative relationship between instrumental
climate and organizational commitment.

Result
Not supported
Supported
Supported
Not supported
Not supported
Supported
Not supported
Supported
Supported
Supported
Supported
Supported
Supported
Supported
Supported
Not supported
Supported
Supported

U>
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Table 5.61-Continued
#
Hypothesis
Perceived
organizational
support
mediates
a positive relationship between principled climate
H38
(i.e., professionalism, rules, independence) and organizational commitment
h 39 Perceived organizational support mediates a positive relationship between caring climate and
job satisfaction.
h 40 Perceived organizational support mediates a negative relationship between instrumental
climate and job satisfaction.
H4i Perceived organizational support mediates a positive relationship between principled climate
(i.e., professionalism, rules, independence) and job satisfaction.
H42 Job satisfaction mediates a negative relationship between caring climate and turnover
intention.
h 43 Job satisfaction mediates a positive relationship between instrumental climate and turnover
intention.
h 44 Job satisfaction mediates a negative relationship between principled climate (i.e.,
professionalism, rules, independence) and turnover intention.
h 45 Organizational commitment mediates a negative relationship between caring climate and
turnover intention.
h 46 Organizational commitment mediates a positive relationship between instrumental climate and
turnover intention.
h 47 Organization commitment mediates a negative relationship between principled climate (i.e.,
professionalism, rules, independence) and turnover intention.
h 48 Job satisfaction mediates a negative relationship between perceived organizational support and
turnover intention.
h 49 Organizational commitment mediates a negative relationship between perceived organizational
support and turnover intention.

Result
Partially
Supported
Supported
Supported
Not supported
Not supported
Not supported
Not supported
Not supported
Supported
Not supported
Supported
Supported

362

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Age Group
Years in
Facility
Facility Type

Cariiu: C lim a t e

.lob
S a tis fa c tio n

Years in
I acilit)
F.iuhl\ | \ j v

*

Professionalism
Climate

T urnovcr
Intention

x

i Years in
[ Facility
1 Position
Facility Type
Title

Independence
Climate

Organizational
Commitment

R u le s

Climate
Age Group
Position
Facility Siz^

Perceived
O r u a m /a lio n a l

Support

Figure 5.30 Supported Relationships in the Conceptual Mode.
U)

Os

u>

364

CHAPTER V

DISCUSSION

Introduction

Skilled nursing facilities are facing a staffing crisis that will have an impact on
quality of health care delivery throughout the nation (General Accounting Office,
2002; American Health Care Association, 2002). This burgeoning nursing shortage is
unlike any other, due to increasing health care demands of an aging American
population and rapid changes in the nursing profession (Mesirow, Klopp, & Olson,
1998; Thompson & Brown, 2002). Complicating the picture of nursing shortage is the
high rate of nursing staff turnover, averaging 50 percent for RNs and LPNs (Howard
et al., 2005; American Health Care Association, 2002). In addition, higher turnover
rates for RNs and LPNs were reported in SNFs than hospitals and other settings
(Thompson & Brown, 2002; Decker, Dollard & Kraditor, 2001). Studies show that
such rates would have adverse consequences for patient safety, staff morale, quality
of patient care, and eventually staff shortages (e.g., Chambers, 1990; Schaefer &
Moos, 1996; Thomspon & Brown, 2002). Over the years many models of turnover
were developed (e.g., Price, 1977; Bludom, 1982; Mobley, Griffith, Hand, &
Meglino, 1979; Steers & Mowday, 1981; Parasuraman, 1989) that provided a
comprehensive understanding of the factors related to nursing turnover. Nevertheless,
research continues to look into factors that might explain the process by which nurses
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decide to resign from their job and their organization.
A major theme in the literature suggests that climate of the workplace is an
initiator of licensed nurses’ intent to stay in or leave SNFs (Chambers, 1990).
However, no study has examined the ethical dimensions of organizational climate in
SNFs and how these affect licensed nurses’ behavioral intentions. Similarly, limited
research exists on the influence of the variable perceived organizational support on
nurses’ decision to leave an organization. Therefore, this study contributes to
previous research by investigating the role of these organizational variables on
licensed nurses’ turnover intention.
The purpose of this study was twofold: (1) to replicate Victor and Cullen’s
(1987; 1988) studies to confirm whether ethical climates arise in skilled nursing
facilities, and whether organizations and groups within organizations have
identifiable ethical climates; and (2 ) to test a model that examines the effects of
ethical climates and POS on licensed nurses’ turnover intention through job
satisfaction and organizational commitment.
The purpose of the study prompted nine specific research questions:
1. What ethical climates are confirmed to exist in skilled nursing facilities?
2. What differences are found in licensed nurses’ ethical climate perceptions by
facility ownership type, job tile, job position, and years in the facility?
3. What is the role of the control variables as determinants of perceived
organizational support, job satisfaction, organizational commitment, and
turnover intention?
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4. What is the role of the ethical climates as determinants of perceived
organizational support?
5. What is the role of ethical climates and perceived organizational support as
determinants of mediator variables (job satisfaction and organizational
commitment) and dependent variable (turnover intention)?
6

. What are the separate and collective effects of control variables, predictor
variables, and mediator variables on turnover intention?

7. What is the role of job satisfaction and organizational commitment as
determinants o f turnover intention?
8.

What is the role of job satisfaction, organizational commitment, and perceived
organizational support (separately) as mediators of the relationship between
ethical climates and turnover intention?

9. What is the role of job satisfaction and organizational commitment
(separately) as mediators of the relationship between perceived organizational
support and turnover intention?
The hypothetical relationships in the study were postulated in the context of
transaction-cost economics, dissonance theory, organizational justice theory,
symbolic interaction theory, and social exchange theories.
A cross-sectional survey design was used. Three hundred fifty nine
freestanding SNFs were selected in a Midwestern state of the United States. While a
total of

110

facilities (31 %) agreed to participate in the study, responses were

received from licensed nurses representing 100 of those facilities (27.9%).
Questionnaires were mailed to 3060 licensed nurses. Survey packets were mailed
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either to facility administrators or directly to licensed nurses at the designated
address. Facility administrators were requested to distribute the personally addressed
envelopes to licensed nurses in each facility. Two hundred ninety eight (298) RNs
(45%) and 358 LPNs (55%) responded, making a total of 656 responses (21.4%).
To analyze data a variety of statistical methods were used including
descriptive statistics and contingency analysis, CFA, MANOVA and ANOVA,
hierarchical multiple regression analysis, and Sobel-Goodman and Aroian mediation
tests.
This chapter includes a discussion of research findings, and the theoretical and
applied implications of the findings. Study limitations and suggestions for future
research are also given. A final conclusion closes the chapter.

Research Findings

Number of Ethical Climate Dimensions

A significant contribution of this dissertation is the finding of distinctly
identifiable ethical climates in skilled nursing facilities, namely, instrumental,
independence, caring, professionalism, and rules. This finding is consistent with
previous ethical climate research (see Martin & Cullen, 2006).
The results of the CFA suggested that the fit of Victor and Cullen’s (1987;
1988) models could be rejected as not providing an adequate fit for the data obtained
in this study. The items representing the efficiency factor did not constitute a distinct
factor. The latter finding was consistent with Agarwal and Malloy’s (1999).
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Furthermore, given the results of the present study, it would appear reasonable
to maintain the assumption that the five-dimensional model as proposed by Victor
and Cullen (1988) provides a good fit for the data after certain changes.
First, the benevolent cosmopolitan item Care5_BC (i.e., “Do always what is
right for public and customers.”) was a better indicator of the law and code climate.
This finding was consistent with Victor & Cullen’s (1987) where this item was
represented by the professionalism climate.
Second, eight items from the 26-item ECQ were dropped. The items
Care6 _EC (i.e., “The most efficient way is always the right way in this
organization.”), Care7_EC (i.e., “Each person is expected above all to work
efficiently.”), and Ego7_EC (i.e., “The major responsibility of people in this
organization is to control costs.”) did not load high either on the efficiency or caring
factor, or any other factor. This finding was consistent with Agarwal and Malloy’s
(1999). The item Egol_EL (i.e., “People are concerned with the organization’s
interests to the exclusion of all else.”) was found a poor indicator of the instrumental
factor. This item also did not load high in other studies (e.g., Cullen et al., 1993;
Vaicys et al., 1996; Trevino et al., 1998; Agarwal & Malloy, 1999). The item
Ego2_EI (i.e., “There is no room for one’s personal morals or ethics in this
organization.”) was a weak indicator of the instrumental factor consistent with
findings by Vaicys et al. (1996) and Trevino et al. (1998). The items Indepl PI (i.e.,
“Each person in this organization decides for themselves what is right and wrong.”),
Indep2_PI (i.e., “In this organization, people are guided by their own personal
ethics.”), and Indep4_PI (i.e., “The most important consideration in this organization
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is each person’s sense of right and wrong.”) performed poorly as indicators of the
independence factor. O f the three items only the item Indep2_PI was retained in the
model for identification considerations. The latter item did not load highly on any
item in Trevino et al.’s (1998) study while the items Indepl_PI and Indep4_PI did not
load high on any item in Agarwal and Malloy’s (1999) study. Finally, the item
Care2_BI (i.e., “Our major concern is always what is best for the other person.”) had
a relatively high, standardized loading of .65 as an indicator of the caring factor.
However, it exhibited unacceptably high errors with a number of items in the fivefactor model and was eliminated. Vaicys et al.’s (1996) found that this item did not
load highly on any factor.
The final measurement model for ethical climates provided a good fit for the
data obtained in this study (RMSEA = .064; CFI = .935; GFI =. 925; SRMR =. 049).
Discriminant validity also showed that the five ethical climates were distinct
constructs. Each o f the five ethical climate factors had also a high degree of internal
consistency (alpha ranged from 0.81- 0.82) except for the independence climate,
which had alpha coefficient of 0.61 and which items did not load high. The
independence climate alpha coefficient reported by Victor and Cullen (1988) was .60
and the one reported by Kelly and Dorsch (1991) was .62.
Findings also suggest that a CFA procedure may be a more appropriate
procedure for testing various hypothesized models and therefore, may be the most
appropriate method for assessing the model proposed by Victor and Cullen (1988).
Similarly, Peterson (2002, p. 323) concluded that CFA is more theoretically important
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than exploratory factor analysis procedure and should be much more widely used of
the two major factor analytic procedures.

Ethical Climates by Facility and Groups

Results by Facility

An important question raised by the current investigation was whether skilled
nursing facilities and organizationally defined groups within those facilities had
identifiable ethical climates. Joyce and Slocum (as cited by Victor and Cullen (1987,
p.

66)

proposed three criteria for evidence of an organizational climate: ( 1 )

differences in the mean perceptions between organizations, (2 ) internal consistency in
perceptions within organizations, and (3) predictable relationships between mean
perceptions and organizational characteristics. By these criteria the results of this
study provide evidence that the measures of ECQ, when analyzed in aggregate, reveal
identifiable ethical climates. SNFs by ownership type (i.e., for-profit, government,
and non-profit) were selected to represent objectively distinct environments.
As can be seen from the results of MANOVA and ANOVA, there were
overall significant differences in licensed nurses’ perceptions of caring and
professionalism ethical climates by facility ownership type. The results also
acknowledge Victor and Cullen’s (1987; 1988) arguments that many ethical climates
may operate simultaneously in organizations, and that they may be multi-determined
by societal norms, organizational form, and organization-specific factors.
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Societal Norms. The similarity among different sector SNFs on the caring
climate implies that societal norms require those facilities to develop a caring
environment for the elderly people. In addition, frequency distribution revealed that
the majority of licensed nurses (78%) found as completely or mostly true the
statement that “it is expected to always do what is right for the customers and public,”
suggesting that licensed nurses considered patients as a good part of their job and
advocated for residents and their rights. Furthermore, the identification of
professionalism (law and code) climate by licensed nurses in all types of SNFs
suggests the strong emphasis on conforming to the highly regulated environment.
As well as determining similarities between facilities, the environment may
also specify some between-facility differences (Victor & Cullen, 1998). The
MANOVA and ANOVA results suggested that non-profit SNFs had a higher mean
score on caring in its ethical climate than for-profit SNFs (Mean difference = .39, p<
.001). In addition, contingency analysis revealed that 32% of licensed nurses in non
profit facilities found as completely true the statement that “what is best for everyone
one in the organization is the major consideration here” as compared to 25% in the
for-profit sector.
In the non-profit sector licensed nurses are by definition and design more
focused on the interests and needs of clients and their immediate colleagues
(Rasmussen, Malloy & Agarwal, 2003). Previous research suggests that the clientbased concerns are to be expected in the non-profit sector based on the underlying
communitarian assumptions of this sector (Rasmussen, Malloy & Agarwal, 2003).
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Previous research has reached favorable conclusions about the role and
performance of the non-profit sector in contrast to for-profit nursing home facilities in
respect to quality of care (Holmes, 1996). A nursing home provides a quality of care
that is only partially observable to the person making the purchase decision (Dollery
& Wallis, 2004). When a product’s quality cannot be readily observed or evaluated,
non-profit organizations can engender a level of trust that consumers are less willing
to ascribe to for-profit firms to the extent that consumers believe the non-profit’s
motivation is to provide a quality product devoid of considerations of profit-making
(Dollery & Wallis, 2004). Moreover, being motivated to provide for a particular need,
being numerous, and being in competition for donors, non-profits not only can
respond to the demands of consumers better than their private counterparts but have
strong incentives to do so (Dollery & Wallis, 2004).
The results of this study also revealed that government SNFs had a higher
mean score on professionalism climate than for-profit SNFs (Mean difference = .21,
p< .04). The law creates public organizations to implement policy and administer the
law. Where managers in private organizations act unless a law or rule prescribes
otherwise, public managers generally express the belief that they expect people to
comply with strict legal and professional standards (Erakovich, Bruce, & Wyman,
2002). Public managers are always aware of the political superiors who want both
accountability for performance and accountability for process (Rasmussen, Agarwal
& Malloy, 2003). Thus, the conduct of public organizations and the development of
the public organizational ethical work climate are based on the importance of
protecting and promoting the ‘public interest’ with its commitments to fairness,
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equality and transparency, not issues of profit and shareholder interest found in the
private sector (Rasmussen, Malloy & Agarwal, 2003; Erakovich, Bruce, & Wyman,
2002).
Thus, current findings suggest that the larger social-cultural environment is an
important “source” of the law and code and caring ethical climates in SNFs.

Organizational Form. Similar to Wimbush, Shepard, and Markham (1997),
this study provides partial support for Victor and Cullen’s hypothesis that certain
ethical climate dimensions are associated with particular forms of organizational
governance and control. The highest mean for for-profit facilities (market form) was
with the professionalism climate (mean = 4.7) followed by caring climate (mean =
3.4). This calls into question the argument that the instrumental climate would be the
most prevalent in organizations with a market form of governance and suggests that
concern for policies and procedures also take a priority in for-profit SNFs. Nursing
home chains, for example, tend to affect the capabilities and performance of facilities
they acquire by introducing bureaucracy and impersonality (Banaszak-Holl et al.,
2002). Standardization is the strategic ethos of chain organizations, offering the
benefits of scale economies and reputation through brand-name recognition
(Banaszak-FIoll et al., 2002). Standardization of services, administration, operating
procedures, equipment, and even buildings raises consumers’ perceptions of a chain’s
reliability (Banaszak-Holl et al., 2002). A possible explanation for caring climate
orientation in for-profit SNFs, is the main emphasis in some of these organizations,
by way o f policy and practice, on providing good customer service in order to
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stimulate and maintain sales of products. Thus, some managers in chain SNFs may be
using utilitarian bases for ethical decision-making rather than the egoistic grounds.
Banaszak-Holl et al. (2002) argue that quality of services will most likely improve
when the acquiring chain possesses superior capabilities that it can transfer to the
facilities it acquires, especially the low performing ones. Thus, it may be, as found in
the present study that a professionalism ethical climate rather than an instrumental
ethical climate predominates in for-profit SNFs.
Contingency analysis revealed that on the issue of “major responsibility in the
organization is to control cost” 54% of the licensed nurses in for-profit SNFs found
the statement to completely or mostly true as compared to 40% in the non-profit
SNFs and 32% in government SNFs. Although the strength o f the relationships was
weak (Cramer’s V was .13), the finding suggests that for-profit SNFs did have an
egoistic cosmopolitan orientation. Since the quality of care is only partially
observable to the person making purchasing decision, this principle-agent problem
means that a private-sector nursing home, motivated by profit, has incentive to reduce
costs by providing lesser quality of care (Dollery & Wallis, 2004). For example, a
chain may impose standardized guidelines for treating health problems that are
effective at reducing costs but do not fit the specific needs of a facility’s resident
population (Banaszak-Holl et al., 2002). Research about the relationship of profit
ownership and quality of care, however, was mixed (Holmes, 1996).
A public-sector nursing home mitigates the principle-agent problem, but it
suffers from bureaucratic failure (Dollery & Wallis, 2004). Because of the absence of
the profit motive, managers rarely admit that cost-effectiveness is the leading
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criterion in decision-making and have no incentive to operate the nursing home
efficiently. Because profit does not matter, such facilities look at the survival of the
system in the long-term (Rasmussen, Malloy, & Agarwal, 2003) and show a focus
instead on the rules, laws, and codes, and the pursuit of public interest (Dollery &
Wallis, 2004). Thus, public nursing homes may engender more consumer trust
because of the absence of the profit motive. Holmes (1996) found that only the
county medical care facilities, in the state where this study was conducted, were
allocating more resources as resident case-mix needs increased.
By contrast, because the non-profit organization is nongovernmental, it is
subject to market forces and so has incentives to operate efficiently (Dollery &
Wallis, 2004). The argument is that the nonprofit sector’s niche exists in drawing on
the incentive to efficiency that comes from market forces while avoiding the incentive
to exploit that comes from profit opportunities (Dollery & Wallis, 2004). According
to Holmes (1996, p. 342), the fact that freestanding non-profit facilities behave more
like their propriety counterparts than like government or hospital-based facilities may
be due the changing market for nursing homes in the United States. Cost-containment
programs such as prospective payment systems, the institution of cost ceilings, and
certificate-of-need programs have limited the flow of Medicaid dollars into the
nursing home sector, and in many cases, nursing home providers have had to redefine
their market, moving to states where private-pay patients comprise a greater share of
the nursing home market (Holmes, 1996). Such market restructuring has intensified
competition and may account for the growing similarity between for-profit and non
profit facilities (Holmes, 1996). Holmes (1996) found that non-profit nursing homes,
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in the state where this study was conducted, served the highest percentage of private
pay patients, which might account for the consistently higher spending reported by
non-profit facilities. Thus, non-profit nursing homes would ultimately like to mirror
the behavior of their government counterparts, but their perceptions of their current
climates may be clearly different.
The results of the present study also show that government and non-profit
SNFs, which usually have a bureaucratic form of governance, did have a major
emphasis on the professionalism climate and attendance to the rules, laws, and codes
of the organization, followed by an emphasis on caring climate or clan-like form of
governance. Although non-profit SNFs might follow legal rules, they regard them as
an imposition, as opposed to being a positive means of achieving accountability or
transparency (Rasmussen, Malloy & Agarwal, 2003). In addition, their greater
emphasis on the caring climate orientation might sometimes lead to unintentional
violation or intentional application of caring considerations, which might come in
conflict with law (Victor & Cullen, 1987, p. 68). For example, non-profit
organizations driven by a strong desire to serve their clients may “.. .effect the
illusion of compliance...in order to benefit clients...” (Rasmussen, Malloy &
Agarwal, 2003, p. 84).
The current findings support Ouchi’s observation that all organizations may
be a combination of the three control strategies, but that each organization may have a
predominant form of governance control (Hatch, 1997).
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Organization Specific Factors. A third major determinant of ethical climate is
the unique characteristics of groups in the organization. Victor and Cullen (1988, p.
122) noted that, “climates are enhanced by the homogeneity-producing combination
of organizational socialization and individual selection, attraction, and attrition.”
They further argued that since different organizational positions were exposed to
different combinations of these factors, it was very unlikely that organizations had
homogenous climates across units and job levels.
Results of existing climates by job title supported these arguments. The
predominant climate identified by both RNs and LPNs was the independent climate
followed by instrumental climate. ANOVA results showed that LPNs identified lower
levels of independence climate (i.e., decide for oneself what is right and wrong)
(mean = 3.5) as compared to RNs (mean = 3.7). Furthermore, results showed that
LPNs observed higher levels of instrumental climate (mean = 3.4) than RNs (mean =
3.2). Contingency analysis also revealed that on the issue of “people are concerned
with the organization’s interests to the exclusion of all else”, 54% of LPNs found the
statement to be completely true and somewhat true as compared to 41% of RNs. It
should be noted though that the strength of relationship was weak (Cramer’s V was
.16). Nevertheless, the latter results supported additionally differences in group
members’ perceptions regarding ethical climate in the organization. A nurse in the
present study noted that ‘RNs on the floor were more valuable than LPNs, which
were disposable-unfortunately.’
MANOVA and ANOVA results also showed a noteworthy gap between
directors of nursing and administrative staff and nurses in non-management positions
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(charge and staff RNs and LPNs) in terms of their caring and instrumental climate
perceptions. The findings were also confirmed for licensed nurses who worked in
non-profit facilities.
The possibility exists that these differences in climate perceptions might be
due to different degrees of bureaucracy, and depending on the job function, might
shift from an emphasis on following rules, laws, and policies to reducing costs to
emphasizing meeting the needs of the organization’s clientele.
Results also suggested incongruence in values perceptions, which might
further impact satisfaction of licensed nurses in non-management positions, erode
their trust, and decrease their desire to remain in an organization.
Another possible explanation might be that differences in opinions stem from
intergroup competition. According to Sandel and Johnson (1987), intergroup
competition and conflict are a common phenomenon in SNFs. Competition among
departments, disciplines, floors, or units sometimes may be channeled into forms of
expression that promote cohesion among subgroup members, and actually contribute
to patients’ treatment. More often, however, such intergroup rivalry serves to
undermine morale in staff subgroups, and can be detrimental to patient care (Sandel
& Johnson, 1987). In the present study, some licensed nurses added comments that
often implied ‘intergroup rivalry’. For example, on the issue of ‘people, here are
concerned with the organization’s interest to the exclusion of all else,’ licensed nurses
wrote ‘that to be true for management and not for the staff. Some nurses also were
concerned that their voice was not heard by management, ‘ . .it’s like talking to the
wall. They have an occasional meeting and tell us everything is getting better, but has
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gotten gradually worse over the last year and a half.’ Still other nurses expressed
concern about issues such as “Do your coworkers care about the job?” “Are your
coworkers professional?” “What is the level of stress?” “Are there ethnic problems in
your organization?”

Theoretical Model Hypothesis Testing

A second objective of this study was to examine the factors that best predict
job satisfaction, organizational commitment and turnover intention among licensed
nurses in SNFs. The results including the goodness-of-fit indices all indicate that the
proposed model’s fit for the data was excellent (% = 1351.172, df= 629, p = .000;
RMSEA= .04; CFI = .95; TLI = .95; GFI = .90; SRMR = .04). In addition, the
constructs in the theoretical model had both convergent and discriminant validity.
The variables in the turnover intention model explained between 16 and 53%
of the variation in each successive variable or group of variables preceding turnover
intention.
The explained variance of turnover intention was 53% with six variables
having significant direct effect on it. The major determinant was organizational
commitment (P = -.40), with job satisfaction (P = -.25) and years in the facility (P
ranging between .11 and .20) having a smaller net effect, instrumental climate (p =
.14) and age group (P = .13) having a much smaller net effect, and facility ownership
type had the smallest net effect (P = -.11). The results indicate that licensed nurses’
turnover intention can be a product of complex relationships among personal,
occupational, organizational and attitudinal variables.
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The Role of Control Variables

Examination of the results showed that the control variables used in this study
were related to turnover intention both directly and indirectly through their effects on
POS, job satisfaction and organizational commitment.
Specifically, consistent with previous empirical research (Price, 1977;
Bluedom, 1982; Michael & Spector, 1982; Price & Mueller, 1981a, 1982b; Seabolt,
1986; Parasuraman, 1989), the control variables ‘age group’ and ‘years in the facility’
were found significant predictors of turnover intention and predicted that nurses
under age 25 would be more likely to consider leaving their organization as compared
to nurses who were above age 44 (b = .96, p < .001). Age group was also significantly
related to POS and organizational commitment. Furthermore, nurses who had worked
in their facility for more than 10 years had less intention to leave as compared to
nurses with less than 10 years of work experience.
Results also showed that nurses in the government sector facilities had less
intention to leave (b = -.32, p< .001) than nurses in for-profit facilities. This finding
was consistent with previous research (Harrington et al., 1998; Aaronson, Zinn, &
Rosko, 1994; Chambers, 1990; Banaszak-Holl & Hines, 1996; Kanda & Mezey,
1991; Harrington & Swan, 2003; Brannon et al., 2002).
The variable ‘job position’ was found to be directly and significantly related
to POS, job satisfaction, organizational commitment, and turnover intention, and
meant that directors of nursing and licensed nurses in administrative positions
experienced greater level of POS, job satisfaction, organizational commitment, and
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less desire to leave a facility than staff licensed nurses. Previous research (e.g., Slavitt
et al., 1979; Simpson, 1985) found that assistant directors of nursing, directors of
nursing, and supervisors were more satisfied than staff nurses. However, the
hypotheses that, ‘job position’ was significant predictor of turnover intention was not
supported in the final model.
The ‘size of organization’ had no effect on licensed nurses’ turnover intention
in the final model. However, it was directly and significantly related to POS (b = -.15,
p< .001). This finding was consistent with arguments in previous research (Decker &
Barling, 1995; Rhoades & Eisenberger, 2002) that even though large organizations, as
small ones, can show benevolence to groups of employees, the reduced flexibility for
meeting the needs of individual employees, imparted by formal rules and procedures,
could reduce POS. In other words, individuals feel less valued in larger organizations
(Decker & Barling, 1995). Rhoades and Eisenberger (2002) found a moderate
relationship between size and POS.
The variable ‘opportunity’ had a significant coefficient in the final model,
suggesting that during periods of high opportunity, licensed nurses would be more
likely to consider quitting, even if they were much satisfied with their job and were
emotionally attached to their organization. Researchers (e.g., Mobley et al., 1979;
Price & Mueller, 1986; Carsten & Spector, 1987) found that the expectancy of
finding an acceptable alternative position was significantly and positively related to
intention to quit and job satisfaction, but not to actual quitting. In this research, the
hypothesis was not supported. However, in this study the measure included a different
language (i.e., “Other facilities have tried to recruit me in the last 6 months”) than the
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one used in previous studies (e.g., “How easy would it be to find a nursing job with
another employer” (Price & Mueller, 1986, p. 545). So, direct comparisons were not
possible. Furthermore, in the present study, this variable had very weak significant
correlations with job satisfaction, organizational commitment, and POS. These
correlations became non-significant when the Bonferroni multiple-comparison
adjustment was used. Being a single-item, it was also not possible to establish validity
and reliability of this measure.
The over-claiming scale had a relatively low but acceptable internal
consistency (a = 0.59). However, this measure did not exhibit significant controlling
effect on the rest of the variables in the model. Nevertheless, Deshpande, Joseph, and
Prasad (2006) note that even if a study did not find significant over-claiming it was
possible to find the true relationship between the variables of interest by removing
these biases by statistical techniques.
It is important to note that 16% of the variance of turnover intention was
accounted for by the control variables when they were entered as a block. Overall, the
control variables did play significant role in explaining POS, job satisfaction,
organizational commitment, and turnover intention. However, they had considerably
less power as predictors o f turnover intention than did the predictors and mediators.

The Role of Ethical Climates as Predictors

As hypothesized the ethical climate dimension ‘instrumental’ was a
significant predictor of turnover intention. The presence of such a climate in an
organization would signal to its employees that the organization was supporting and
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endorsing self-interested behaviors at the expense of other people (Cullen,
Parboteeah, & Victor, 2003), and thus, encourage behavioral withdrawal and turnover
intention.
Consistent with previous research (Joseph & Deshpande, 1997; Victor &
Cullen, 1988; Sims & Keon, 1997) caring climate was found a significant predictor of
licensed nurses’ job satisfaction. However, none of the other climate dimensions were
associated with this attitudinal variable. The findings suggested that facilities that
fostered a caring environment and emphasized utilitarian reasoning when making
decisions were likely to increase their employees’ level of job satisfaction.
Caring, professionalism and instrumental climates were found significant
predictors of licensed nurses’ organizational commitment. No previous studies have
tested the role o f these climates on commitment in a nursing setting. However, the
findings were consistent with other empirical research (Schwepker, 2001; Cullen,
Parboteeah, & Victor, 2003; Sims & Keon, 1997; Trevino et al., 1998; Wimbush &
Shepard, 1994). The direct negative influence of egoistic climate on nurse’s
commitment suggested that when an organization endorses self-interested behaviors
and attitudes (e.g., lying, cheating, stealing) (Wimbush & Shepard, 1994), it was
likely that employees had less concern for others in the organization and the
organization as a whole (Cullen et al., 2003). In such a climate, nurses might feel that
the organization was operating outside the acceptable ethical limits and did not
conform to societal ethical expectations (Cullen et al., 2003). As such it was expected
that many nurses would feel less attached to their organization and might not identify
with its values. On the other hand, licensed nurses’ perceptions of caring and
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professionalism climates would be positively related to their commitment because
such climates fostered greater level of cohesion, support, and internalization of
professional values as well as principled reasoning (Cullen et al., 2003).
Finally, caring, instrumental, and independence climates were significantly
related to POS. These findings provide more specific information than Carlson’s
(2005) study, which found a significant relationship between ethical climate as a
composite factor and perceived organizational support. The results suggested, a
general ‘caring climate’, which emphasized the well-being of all employees, can
make employees feel a higher level of POS as compared to instrumental climate, in
which the needs o f the others were of less concern. Similarly, organizations that
fostered the principled climate ‘independence’ would enhance POS. In such a
climate, licensed nurses would be strongly guided by their personal moral beliefs in
decision-making.

The Role of POS as a Predictor

As hypothesized POS was positively related to OC and suggested that
perceptions of organizational support increased licensed nurses’ commitment by
fulfilling socioemotional needs such as affiliation and emotional support (Rhoades &
Eisenberger, 2002). Such need fulfillment produced a strong sense of belonging to the
organization (Rhoades & Eisenberger, 2002). The present finding was strongly
supported by previous research (e.g., Eisenberger et al., 2001; Guzzo, Noonan, &
Elron, 1994; Rhoades, Eisenberger, & Armeli, 2001; Rhoades & Eisenberger, 2002).
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Consistent with previous research (e.g., Eisenberger, Cummings, & Armeli,
1997; Burke, 2003; Rhoades & Eisenberger, 2002), POS predicted positively job
satisfaction. The finding suggested that organizations that met the socio-emotional
needs of their employees, increased performance-reward expectances, fulfilled their
‘promises’, and signaled the availability of help and support to their employees
(Rhoades & Eisenberger, 2002; Eisenberger et al., 2004), in turn, would expect high
employee job satisfaction.

The Role o f Job Satisfaction and Organizational Commitment as Predictors

Consistent with previous research, job satisfaction and organizational
commitment were included as salient attitudinal variables in the turnover intention
model. Job satisfaction denotes the pleasurable or positive emotional state resulting
from appraisal of one’s job (Locke, 1976). As hypothesized, this variable was a
significant predictor of intention to leave (b = -.41, p< .001). The finding was
consistent with previous research (e.g., Curry et al., 1985; Michaels & Spector, 1982;
Parasuraman, 1989; Price & Mueller, 1986; Steers & Mowday, 1981).
Organizational commitment, on the other hand, reflects one’s evaluation of
the organization as a whole, and encompasses three dimensions: a strong belief in and
acceptance of the organization’s goals and values, willingness to exert considerable
effort on behalf of the organization, and a strong desire to maintain membership in
the organization (Porter et al., 1974). Organizational commitment was strongly
correlated with turnover intention (r = -.62, p< .0 0 1 ) and was the strongest predictor
of turnover intention in the final model (p = -.40). The role of OC as a predictor of
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turnover intention was consistent with previous research (Bluedom, 1982;
Parasuraman, 1989, Porter et al., 1974). These results would suggest that an
institution’s focus on enhancing nurses’ OC should reap high benefits in the retention
of licensed nurses.
Overall, the present findings indicated that licensed nurses’ affective
reactions, based both upon the appraisal of their job and evaluation of the
organization as a whole, were important attitudinal predictors of the decision to leave.
Also, the variables contributed independently and equally in the prediction of
turnover intention; each variable explained 8 % of its variance. This finding was
consistent with previous research (e.g., Dougherty, Bluedom, & Keon, 1985;
Michaels & Spector, 1982; Parasuraman, 1989; Tett & Meyer, 1993) that found that
both JS and OC had direct effects on nurses’ intention to leave rather than satisfaction
affecting intention to leave through its effect on organizational commitment.
However, reciprocal influences between the two variables did exist as evidenced by
the reduced percentage of their joint contribution to the prediction of turnover
intention.

The Role o f POS. Job Satisfaction and Organizational Commitment as
Mediators

As hypothesized, POS partially mediated a negative relationship between
caring climate and turnover intention and a positive relationship between instrumental
climate and turnover intention. These findings suggested that caring climate should
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decrease employee TOI partly via POS. On the other hand, instrumental climate
would increase nurses’ turnover intention, when such support was missing.
Partial mediation effects of the variable POS were also found on the
relationship between caring and instrumental ethical climates and JS and OC
separately. These findings suggest that employees who believed that the organization
cared about their well-being, perceived higher level of support, which they
reciprocated with increased JS and OC. On the other hand, instrumental climate
decreased JS and OC via perceptions of lack of organizational support. Independence
climate also influenced positively OC through POS. The findings were consistent
with OST premise that beneficial treatment as represented by the caring and
principled climates should increase perceptions of organizational support, leading to
felt obligation to help the organization achieve its goals, both of which should reduce
turnover intention (Eisenberger et al., 2001; Rhoades et al., 2001).
Results show that POS would decrease employee turnover intention via OC
(100% full mediation). As suggested by the high Pearson correlation (r = -.51, p<
.001), POS did predict turnover intention of licensed nurses but indirectly. POS
promotes OC via felt obligation and incorporation of organizational membership as
an important part of social identity (Rhoades, Eisenberger, & Armeli, 2001). The
resultant strengthening of the employee’s emotional bond to the organization reduces
employees’ rate of turnover intention.

Finally, JS partially mediated the relationship between POS and turnover
intention. POS contributes to the employees’ job satisfaction by meeting their jobrelated expectancies. Thus, POS may increase job satisfaction, thereby lessening
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turnover intention. The results extended previous research by showing that OC and JS
acted as important mediators of the relationship between POS and employee turnover
(Eisenberger, Fasolo, & Davis-LaMastro, 1990; Rhoades, Eisenberger, & Armeli,
2001 ).

Implications for Theory and Future Research

The present study adds to two bodies of literature: (1) literature focused on the
study of ethical work climate, and (2 ) recruitment and retention literature on nursing
employment. Based on the results discussed previously, this section of the paper
discusses some implications for theory and future research. Both theoretical and
methodological suggestions are proposed.
1. The study contributes by examining an alternative empirical approach to
viewing turnover intention in light of known and new variables. The findings
presented here push the argument one step further in that they suggest that different
set of predictors, namely, ethical work climates and POS, may operate on the turnover
continuum. The use of distinct ethical climates adds depth that has been lacking in
previous research on turnover intention. Moreover, the findings were supported with
theories o f organizational justice, symbolic interaction, dissonance, and social
exchange. Since the results presented here are preliminary, replication studies are
needed to further substantiate the relationships with larger samples and in different
types o f facilities.
2. The variables investigated in this study were not meant to be complete or
exhaustive in explaining licensed nurses’ behavioral intentions. MANOVA and
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ANOVA results revealed significant differences by job title and job position on
ethical climate perceptions. These results imply that variables such as ‘leadership’
‘peer interactions’, ‘level of stress’, ‘teamwork’, ‘professionalism,’ and ‘ethnicity’
might play significant effect in explaining nurses’ turnover intention. Since
significant associations were found between these variables and turnover intention in
the literature (Francis-Felsen et al., 1996; Cavanagh, 1990), their inclusion in the
model may further enhance its explanatory power.
3. A noteworthy result is the confirmation of the role of POS as an intervening
variable of the relationships between ethical climate dimensions and organizational
commitment, job satisfaction, and turnover intention. The results suggest that
favorable ethical work climates operate via POS to increase job satisfaction and
organizational commitment and to reduce turnover intention. Future research should
utilize structural equation modeling to examine the mediation effects of POS, job
satisfaction and organizational commitment with all other constructs simultaneously.
4. The results provide support to the distinction between job satisfaction and
organizational commitment by showing that these attitudes may relate differently to
antecedents and outcomes in the proposed model. The present study did not directly
address the question of whether or not satisfaction was an antecedent of commitment,
i.e., commitment mediating the satisfaction-tumover intention relationship. The
primary focus was on the differential effects of the two attitudes on turnover
intention. Nevertheless, it was clear from Pearson coefficient results that the
relationship between the two variables was strong. A longitudinal data would more
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accurately shed light on the sequencing of satisfaction and commitment as well as
their mediation effects.
5. Consistent with previous research (e.g., Powell & Butterfield, 1978; Victor
& Cullen, 1988; Wimbush, Shepard, & Markham, 1997), this study provided some
evidence that climates might exist independently at both the organizational and
subsystem levels. An organization is considered to have subsystem climate whenever
at least one group (subsystem) of employees has different perceptions of the
organization’s climate than those of employees outside the subsystem (Powell &
Butterfield, 1978). The present study, however, did not examine the subunits (e.g.,
rehabilitation, hospice care, geriatric psychiatry, alzheimer’s care) for SNFs to
determine where within the organizations did different dimensions exist. Wimbush,
Shepard, and Markham (1997) argue that to determine the pervasiveness of ethical
climate, the organizational units would also have to be examined, especially if the
organization has multiple units with different operational functions. Future research
can investigate ethical climates at the unit level.
6

. This study used the variable turnover intention rather than actual job

turnover. It would be informative to use the two variables in the model and examine
the relationships with a longitudinal design.
7. Methodologically, several suggestions for future studies are proposed. First,
because facet measures offer diagnostic opportunities (e.g., pay vs. the work itself)
precluded by the global items, Tett and Meyer (1993) suggested their use even in
cases where relations with overall satisfaction were achieved. Thus, future research
may consider using instruments that measure facets of job satisfaction in the current
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model. Second, future research may use the 15-item version of the OCQ, which
measures affective as well as calculative commitment. Different commitment
dimensions may have independent additive effects on turnover intention and turnover
(Tett & Meyer, 1993). Third, Victor and Cullen (1988) note that ECQ might be
biased against finding within-organization subgroup differences. This calls for future
research to explore the possibility of developing modified measures to be used at the
subunit level. Fourth, this study used a single-item question that measured nurses’
perceptions of the extent to which other facilities had tried to recruit them in the last
six months. It was not possible to validate the measure. Literature, however, provides
a compelling argument that perceived alternatives were an important variable in the
turnover process (Mobley et al., 1979). Future research should incorporate measures
to assess nurses’ expectations as well as perceptions of the utility of alternatives.

Implications for Practice

Turnover has tremendous effects on health care organizations. The problem is
termed a crisis for licensed nurses in skilled nursing facilities. From a practitioner’s
viewpoint, the results make additional contributions to an understanding of behavioral
intentions by showing that interventions may be focused on organizational and group
level.
This study started with the assumption that the environment within a nurse
employment setting can be an influential predictor of licensed nurses’ behavioral
intentions. Results provide some evidence that unethical environment can be a
potential predictor of licensed nurses’ turnover intention. Some nurses also added
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comments concerning the working environment of their skilled long-term facilities.
These comments often suggested that the elements of concern were related to
organizational climate. For example, “the morale in the facility was very low”, “some
nurses stayed for the hours and medical benefits but still were likely to look for a new
job”, “all areas were run terribly from scheduling, human resources to the people in
charge”. While caution should perhaps be advised when considering the present
findings, due to lack of generalizability, they are at least reason for concern.
To retain qualified nurses and to remain competitive in a changing labor
market, the skilled nursing facility administrator is at the forefront for having the
ability to improve the organizational climate. Based on the findings of this study
several recommendations are suggested that will facilitate leaders in that regard.
1.

Findings indicated that licensed nurses who believed that their organization

had caring, professionalism, and/or independence climates were: (a) more satisfied
with their job, (b) more committed to their organization, and (c) viewed their
organization as highly supportive. An organization can ensure the predominance of
these ethical climates through educational efforts (Boyle et al., 2001; Okpara, 2002).
Specific strategies include: (1) placing mission and values statements in highly visible
locations throughout the organization (Renz & Eddy; 1996); (2) offering orientation
and training programs that focus on utilitarian reasoning, that clarify the values and
ethical expectations of employers and employees, and that encourage discussion of
how the code of ethics is being implemented within the organization (Renz & Eddy;
1996; Silverman, 2000); (3) improving the socialization of new employees about
organizational culture values and norms (Cohen, 1993); and (4) educating employees
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about policies that describe the general value system, principles, and specific rules
that employees should follow (Okpara, 2002). The implementation of such strategies
would provide a serious forum for discussion of ethical issues and concerns, besides
simply sending a strong signal that the ethical dimensions caring, professionalism,
and independence ethical climates are strongly supported in the facility.
2.

Findings showed that a predominance of an instrumental climate in a

facility could have detrimental effects on facility’s retention efforts. Therefore, it is
highly recommended that facility administrators create structures that deal
aggressively with unethical climate and unethical behaviors if identified in their
organization. Specific strategies include: (1) establishing organizational ethics
committees to uncover dysfunctional structures and interrelationships in areas where
ethical concerns may be most prevalent (Renz & Eddy, 1996; Silverman, 2002); (2)
establishing processes to monitor and offer feedback on ethical performance (Renz &
Eddy, 1996): (a) use ethics and integrity audits (Renz & Eddy, 1996; Boyle et al.,
2001; Joseph & Deshpande, 1997; Okpara, 2002); (b) obtain patient feedback (Renz
& Eddy, 1996); (c) examine processes and/or outcomes of ethical decision-making
(Renz & Eddy, 1996); (d) evaluate whether aspects of the organizational structure,
administrative policies, procedures, values, or the prevailing management style hinder
the appropriate resolution of specific problems and ethical issues (Berger, Seversen,
& Chvatal, 1991); (e) set up an ethics office with telephone lines so that employees
who do not want to be seen with an ethics managers can voice anonymously ethical
concerns that are important to the organization and public ethical matters (Okpara,
2002

), and (f) integrate ethical decision-making into performance measurement,
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appraisal process, promotion, and disciplinary actions to promote high ethical
standards and to increase employees’ perceptions of support received from the
organization (Okpara, 2002). For example, moral character can be used as criteria
when promoting employees to a managerial level. In similar vein, when the ethics
code or rules are broken, consequences should follow immediately (Okpara, 2002).
Such institutionally supported systems would assist licensed nurses to articulate their
own ethical stance in a logical and rational manner rather than responding
emotionally (Berger, Seversen, & Chvatal, 1991). They would also allow the
organization to truly monitor and encourage attention to ethical matters (Silverman,
2002).
3.

None of the above strategies will work and a positive ethical climate cannot

be created without strong, visible, and consistent support from the administrators and
management of the espoused values (Silverman, 2002). Employees must understand
that expectations for ethical behavior start at the top and that top management expects
all employees to act ethically by exemplifying and communicating such behavior on a
constant basis (Okpara, 2002). Moreover, it is management’s responsibility to
communicate that unethical behavior will not be tolerated (Schwepker, 2001). Thus,
management plays a key role in determining the organization’s ethical climate.
Moreover, studies show that when top management stresses ethical behavior,
professionals showed greater satisfaction with various dimensions of their job (i.e.,
promotions, co-workers, supervisors, and work itself) (Vitell & Davis, 1990; Koh &
Boo, 2001). Hence, the ethical climate created by management becomes an important
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force driving not only ethical behavior but job-related outcomes as well (Schwepker,
2001 ).

4. hi this study, organizational commitment was found as the strongest factor
influencing turnover intention followed by job satisfaction. Allocating resources for
strategies to monitor and increase these attitudinal variables would probably be
money well spent. The following strategies are recommended to facility
administrators: ( 1 ) make a systematic and regular assessment (i.e., surveys) of the
nature and form of nurses’ organizational commitment (e.g., determine the degree of
alienative commitment among nurses) and job satisfaction (e.g., among satisfaction
variables found in the literature, satisfaction with promotion was among the most
significant factors of nurses’ turnover intention (Prestholdt, Lane, & Mathews, 1988),
(2 ) evaluate managers based in part on their ability to build a committed nursing staff,
(3) pursue high commitment practices such as developmental appraisals, equitable
compensation, and comprehensive training and development activities (Janiszewski
Goodin, 2003), and (4) build positive intergroup relations through regular meetings
and survey feedback where nurses’ voices are given high regard and value (Jemigan
III, Beggs, & Kohut, 2002).
5. This study also suggests that SNFs leaders have to better understand
different generations of licensed nurses because each has strengths and needs that
vary from the others. While such factors as nurse’s age are obviously not under the
control of facility administrators, individualizing retention strategies that address the
concerns o f nurses in different age groups (e.g., retirement benefits or day care)
would improve the specificity of retention resource expenditures and may contribute
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to job satisfaction and staff stability. Such targeted strategies do not necessarily need
to expand additional resources. For example, increasing flexibility of work schedules
may be attractive for younger nurses and nurses who have few years of work
experience in the facility, as this may facilitate social interactions of this group
(Shihua et al., 1995; Alexander, 2001). Attending to the needs of older nurses is also
important. Results in the present study indicated that nurses who had worked in SNFs
longer had more positive attitudes toward their jobs than those with shorter SNF
experience. However, a nurse noted, “Be aware that I am 60.5 years old and am less
inclined to look for another job although I think of it regularly.” This is partly because
older nurses have psychological needs to focus on the positive, and to minimize the
dissonant aspects of SNF jobs (Shihua et al., 1995). Because the average age of the
RN and LPN workforce continues to rise, employers may also have to be
ergonomically sensitive to older nurses, who are more susceptible to certain injuries
and have a reduced capacity to perform certain tasks (Buerhaus, Staiger, & Auerbach,
2000 ).
6

.

As implicated by study’s results, establishment of the recognition/reward

programs would be an important retention strategy in SNFs. Licensed nurses had
higher expectations for their organizations to recognize and appreciate their efforts
and to consider their goals and values. Contributions made by nurses must be
recognized and rewarded (Williams, 2001). As McCoy (1999) suggests, even in tight
financial times, it is important to implement inexpensive reward and recognition (RR)
programs to effectively retain staff and motivate them to achieve higher performance
levels. This in turn would boost morale within the workplace. Economic or tangible
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rewards, such as salary, vacation time, insurance coverage, retirement programs,
tickets to a sporting event, or gift certificate, need to be fair and equitable to ensure
nurses’ trust in management and in the program’s credibility (McCoy, 1999;
Williams, 2001; Farella, 2001). Even more important to staff morale is the personal
recognition. Intangible rewards include feedback that shows support and
encouragement for work efforts, opportunities to exercise creativity and initiative,
provide input into decision-making, solve problems and identify areas for
improvement, will allow staff to develop and grow in their roles (McCoy, 1999, p.
42). Finally, psychological rewards and incentives include educational opportunities
for growth and career advancement, increased job responsibilities, and research
participation (McCoy, 1999). External rewards may draw a person to a job, but
internal rewards keep them there (McCoy, 1999, p. 43). Specific examples of
recognition programs include performance recognition programs, service awards, and
employee of the month recognition programs. RR programs-whether formal or
informal- would motivate staff to excel and should not be underestimated by SNFs
leaders. Creating an environment where people want to work can attract motivated
job candidates, produce better patient outcomes, increase patient satisfaction, and
improve nurses’ retention.
7.

Results also imply that efforts need to be directed toward identifying

reasons behind management and staff nurses’ different perceptions of work climate.
Team-building strategies can enhance common organizational values and improve
collaboration and team spirit among nurses in management and non-management
positions. For example, establishing forums to identify common problems, especially
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interpersonal and organizational difficulties that hinder cooperation is an important
strategy (Sandel & Johnson, 1987). Information sharing is another critical step in
cooperative problem solving. Gathering and sharing information about patients,
families, and work assignments will lead to a more collaborative approach to problem
solving and value identification (Sandel & Johnson, 1987). For example, work
assignments can be examined by all subgroups, each of which may have different
perspectives. Sharing data about workloads or how to alleviate stress will increase
cooperation, and diminish perceptions of lack of organizational support.
8

.

It should be noted that as the significance o f factors and their strength of

impact on the likelihood of leaving differ across facilities, retention strategies should
be agency specific. Creating a comprehensive profile based on the status of the
facility, nurses’ characteristics, and specific information about the nursing staffs
skills and education is highly recommended (Shihua et al., 1995)
Although the proposed strategies would not provide quick solutions, they
provide SNF administrator with alternative ways to address problems identified in
this study and to develop effective strategic plans. Developing benevolent and
principled ethical climates would help reduce moral stress for managers (Waters &
Bird, 1987), improve moral excellence (Hoffman, 1986), and enhance the
organization’s success not only in retaining and recruiting new staff but also in
increasing employee productivity through ethical behavior. Such a culture would also
increase the number o f SNFs that meet or exceed acceptable standards of high quality
care for patients as well as decrease chances of citations from regulatory agencies,
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denials of certification, lawsuits, and government withholding of funds (Stricklan,
Einhom, & Jones, 1987).

Limitations

The present study offers several important findings to the literature. Yet, there
are some limitations to the study as well.
1. The sample for this study was limited to SNFs, whose administrators
allowed facility participation in the study, and to the licensed nurses, who also agreed
to participate voluntarily, within the participating facilities. As with any voluntary
data collection effort, it is uncertain whether the data collected by participating
licensed nurses were comparable to nonparticipating nurses who worked in the SNFs.
Few nurses volunteered information about reasons for nonparticipation, making it
difficult to identify the characteristics of nonrespondents.
2.

The low response rates also limited generalizability of study results.

Although the investigator put much effort into obtaining a high rate of participation
(by phone, by mail, or by e-mail) the low response rates spoke to the difficulty in
recruiting SNFs to participate in the study and in gathering data within SNFs. In
addition to the factors discussed in the methodology chapter, the low response rate
might have been due to some administrators failing to distribute the sealed survey
packets to licensed nurses. Or, it might have been due to nurses choosing not to
participate. In addition, the sensitivity of research topic makes it difficult to get a high
rate of participation. However, Leslie (1972) suggested that when surveys were made
of homogeneous subject populations (a group whose members share a strong group
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identity concerning attitudes, opinions, and perspectives), a significant response-rate
bias was probably unlikely and that researchers should not be overly concerned about
the percentage o f surveys returned.
3. Although theory was used to argue that the sequence of effects was from
one construct to another (Hair et al., 2006), the cross-sectional design of the present
study did not allow assessing causal ordering accurately. Therefore, caution needs to
be exercised in drawing causal conclusions from these data.
4. Quantitative findings should be analyzed against qualitative research.
Organizational culture is a historical and anthropological construct and its analysis is
supported by qualitative research means.
5. Given the size of the sample (N = 656) and how wide range of experiences
related to being a nurse may be specific to particular geographic areas, institutions,
and specialties, the current study can only comment broadly on the push factors
which may lead nurses to consider leaving their organization.
6

. This study was limited to a manageable set of variables that were found

important predictors of turnover intention in previous research. However, a thorough
test of all components that were found determinants of turnover intention in different
models (e.g., leadership, task characteristics, work overload, annual salary, job stress,
career stage/development) would undoubtedly be beyond the scope of this or any
single study. A lengthy research questionnaire was likely to make the questionnaire
more difficult to complete and hence more likely to reduce further the response rate.
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7. Meeting Baron and Kenny’s four steps does not conclusively establish that
mediation had occurred because there might be other models that were consistent
with the data and all they might have yielded a result of partial mediation. Multiple
regression assumes that the outcome variables cannot cause the mediator (recursive
model), which is not always the case. Therefore, again caution needs to be exercised
with interpretation and replication is warranted.
8

. The survey instrument relied on respondents to identify issues within the

constraints of the questions asked. Participants were not invited to describe more fully
their perceptions and opinions. Thus, survey data may not adequately portray the
complexity of nurses’ perceptions of their working environments.

Conclusion

The relationships between job satisfaction and organizational commitment,
and organizational commitment and turnover intention have been studied extensively
in the literature. The present findings provide additional support for these
relationships, particularly for SNFs, and suggest that ethical climate and perceived
organizational support play a significant role as predictors of attitudinal and
behavioral intentions variables. Since the results may not be truly generalizable, it
would be prudent to cross-validate the findings. Furthermore, longitudinal research
should be conducted in order to capture the dynamic processes involved in turnover
behavior more completely.
Reaching beyond this study, it is assumed that the problem of turnover
increases the financial costs of the care and ultimately decreases the quality of care
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received by patients. Given that facilities have the greatest control over organizational
rather than personal issues, improving the quality of the work environment would
appear to be the most effective intervention aimed at reducing the risk of actual
turnover among nursing staff in long-term care facilities.
Efforts to improve the working environment of nurses can only help improve
the quality o f patient care because nurses can then focus on the patient and family
rather than on all the stressors that impede accomplishment of the goal of delivery of
quality nursing care. SNF leaders play a key role in the creation of such an
environment in their facilities.
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Appendix A

Contingency Analysis Results

Table A.l
Licensed Nurses’ Reports of Perceived Organizational Support, Job Satisfaction, Organizational Commitment,
Turnover Intention and Job Opportunity by Job Title (N = 656)

Perceived Organizational Support (POS)

Registered Nurses
[n = 298)
SD/D ; n
A/SA
%
%
%

POS-1: organization cares about my well-being
POS-2: organization considers my goals and values
POS-3: organization shows little concern for me (R)
POS-4: organization helps if I need a favor
POS-5: help is available when I have a problem
POS-6: organization proud o f my accomplishments

21.5
28.5
20.1
17.1
22.2
22.8

25.5
33.6
20.5
25.5
27.5
33.9

53.0
37.9
59.4
57.4
50.3
43.3

29.9
34.1
30.2
27.4
27.9
29.3

31.3
32.4
24.0
28.5
28.8
36.3

38.8
33.5
45.8
44.1
43.3
34.4

6.0
20.5
56.7
22.5
11.7
15.4

12.8
20.8
22.2
20.8
24.8
25.8

81.2
58.7
21.1
56.7
63.4
58.7

8.7
22.1
56.7
24.6
14.8
12.3

18.2
28.2
23.7
26.3
30.7
34.4

73.2
49.7
19.6
49.2
54.5
53.4

Items

Licensed Practical
Nurses (n = 358)
SD/D N
A/SA
%
%
%

Cr

x2

P

13.55

.001

—

—

13.08
13.76

.001
.001

0.14
0.14

.04

0.10

6.24

.04

0.10

—

—

V

0.14

—

6.26

Organizational Commitment (OC)
OC-1: willing to help organization succeed
OC-2: talk up organization to friends as a great place
OC-3: accept any type o f job assignment to stay
OC-4: my values and organization’s values are similar
OC-5: proud to tell others I am part o f organization
OC-6: glad I chose this organization over others

—

—

—

—

—

-

-
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Table A.l - Continued

Items

Registered INurses
Licensed Practical
r x2
[n= 298 )
Nurses (it =358)
SD/D : n
A/SA SD/D N
A/SA
%
%
%
%
%
%

P

Cr
V

OC-7: the best o f all possible organizations

30.9

28.9

40.3

32.4

32.7

34.9

-

-

OC-8: organization inspires me to perform

24.5

27.9

47.7

27.9

31.8

40.2

-

-

6.0

17.1

76.9

7.5

23.7

68.7

-

-

JS-1: find real enjoyment in job

11.1

19.5

69.5

9.8

26.5

63.7

-

-

JS-2: like my job better than most nurses do

11.7

35.2

53.0

14.3

34.9

50.8

-

-

JS-3: seldom bored with job

9.7

6.7

83.6

9.8

13.4

76.8

7.9

.02

JS-4: would not consider taking another job

39.6

24.8

35.6

41.6

22.1

36.3

-

-

JS-5: most days enthusiastic about job

10.1

16.8

73.2

14.5

25.7

59.7

12.9

.002

0.14

JS-6: feel fairly well satisfied with my job

14.8

16.8

68.5

19.3

24.0

56.7

9.7

.01

0.12

57.1

20.5

22.5

49.2

24.3

26.5

-

-

55.4

17.8

26.9

48.9

18.9

32.1

-

-

58.4

18.8

22.9

48.9

24.6

26.5

6.2

.05

0.10

25.8

7.4

66.8

37.4

13.1

49.4

20.4

.001

0.18

OC-9: really care about the future o f this
organization

Job Satisfaction (JS)

0.11

Turnover Intention (TOI)
TOI-1: probably look for a new job in the next
year
TOI-2: often think about quitting
TOI-3: very likely to look for a job in the next
year
Job Opportunity: other facilities tried to recruit
me

Abbreviations: SD/D = Strongly Disagree/Disagree, N = Neutra , A/SA= Agree/Strongly agree, Cr V = Cramer’s V.
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Table A.2
Licensed Nurses’ Perceptions of Ethical Climates by Job Title (.N = 656)
R egistered N urses

(n =

Items*

1. Caring
BL-1: what is best for
everyone is the consideration
here
BI-2: major concern is always
what is best for the other
BL-3: the most important
concern is the good of all
BI-4: people look out for each
other’s good
BC-5: it is expected to do what
is right for the customers
EC-6 : the most efficient way is
always the right way
EC-7: each person is expected
to work efficiently
2. Lav & Code
PC-1: expected to follow legal
or professional standards
PC-2: expected to comply with
the law and standards
PC-3: first consideration is
whether a decision violates law

Licensed Practical N urses

(n =

298)

358)

Cr

p

Vy

CP**

SF

ST

CT

CF

SF

ST

CT

%

%

%

%

%

%

%

%

24.2

18.8

27.5

29.5

31.6

18.2

24.3

25.9

-

-

-

19.5

22.2

29.2

29.2

17.0

18.7

31.3

32.9

-

-

-

21.5

21.1

28.5

28.9

22.1

18.7

22.4

36.9

-

-

-

19.5

17.1

30.5

32.9

25.9

14.8

30.7

28.5

-

-

-

2.0

4.7

16.1

77.2

4.8

5.9

10.9

78.5

-

-

-

29.2

26.5

25.2

19.1

28.2

24.9

26.8

20.1

-

-

5.4

13.4

30.5

50.7

6.7

9.5

26.3

57.5

..

-

-

—

—

—

5.4

7.1

15.4

72.2

5.0

4.8

16.8

73.5

-

-

5.0

6.4

19.1

69.5

4.5

4.2

19.3

72.1

-

-

7.4

12.1

2 2 .8

57.7

10.1

9.2

24.6

56.2

-
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Table A.2 - Continued

Items

PC-4: law or ethical code of
profession is consideration
3. Rules
PL-1: it is important to follow
rules and procedures
PL-2: successful people go by
the book
PL-3: expected to stick by
rules and procedures
PL-4: people strictly obey the
organization’s policies
4. Independence
PI-1: each person decides what
is right & wrong
PI-2: people are guided by
their own personal ethics
PI-3: follow their own personal
and moral beliefs
PI-4: consideration is person’s
sense of right & wrong

P

Cr
V

-

-

-

62.9

-

-

-

29.9

36.0

-

-

-

5.6

22.9

65.1

-

-

-

16.8

28.5

34.9

-

-

-

—

—

—

R egistered Nurses
(n = 2 9 8 )
CF V SF ; ST : CT

Licensed Practical N urses
CF

SF

ST

CT

6.4

10.7

27.2

55.7

6.9

9.2

27.4

56.4

10.7

8 .1

25.2

56.0

7.3

7.8

2 2 .1

15.1

17.1

26.5

41.3

16.2

17.9

4.4

5.0

2 2 .2

68.5

6.4

13.8

19.1

33.2

33.9

19.8

. 3C2

(/* = 3 5 8 )

54.0

14.1

2 0 .1

11.7

51.1

17.6

17.9

13.4

-

-

-

14.4

12.4

39.3

33.9

15.4

16.5

37.7

30.5

-

-

-

25.8

2 0 .8

33.9

19.5

32.7

23.7

25.9

17.6

-

-

2 2 .8

28.9

30.2

18.1

2 2 .1

22.9

36.3

18.7

-

-
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Table A.2 - Continued
R egistered Nurses
Items

5. Instrumental
EL-1: concerned with org.’s
interests to exclusion of else
EI-2: no room for one’s own
personal morals or ethics
EI-3: people are mostly out
for themselves
EI-4: people protect their own
interests above all else
EL-5: work is substandard
when it hurts org.’s interests
EL-6: expected to do
anything to further org.’s
interests
EC-7: major responsibility to
control costs

(n =

L icensed Practical Nurses

298)

(/t = 3 5 8 )

CF/
MF

SF

ST

CT/
MT

%

%

%

%

%

33.9

25.2

28.5

12.4

39.9

30.5

17.1

37.9

19.8

32.2

CF/
. MF

x2

P

Cr
V

ST

CT/
MF

%

%

%

27.7

18.7

29.9

23.7

16.5

.001

0.16

12.4

29.9

27.9

25.9

16.2

12.6

.01

0.14

19.5

22.8

33.2

17.9

21.5

27.4

-

-

-

22.8

23.5

21.5

27.1

19.6

25.9

27.4

-

-

-

45.6

18.1

17.5

18.8

37.9

16.5

22.9

22.6

-

-

-

51.0

20.1

18.1

10.7

44.7

20.9

18.9

15.4

-

-

14.1

12.8

33.2

39.9

10.6

14.3

29.3

45.8

-

-

: SF

i

*Items are from the Ethical Climate Questionnaire (Victor & Cullen, 1988, p. 112).
**Abbreviations: B = benevolence, P = principle, E = egoism, I = individual, L = local, C = cosmopolitan, org. = organization,
Cr V = Cramer’s V, CF/MF = completely false/mostly false, SF = somewhat false, ST =somewhat true, CT/MT = completely
true/mostly true.
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Table A.3

Licensed Nurses’ Reports of Perceived Organizational Support, Job Satisfaction, Organizational Commitment,
Turnover Intention and Job Opportunity by Facility Ownership Type (N= 656)

Items
Perceived
Organizational
Support (POS)
POS-1: organization
cares about my well
being
POS-2: organization
considers my goals
and values
POS-3: organization
shows little concern
for me (R)
POS-4: organization
helps if I need a favor
POS-5: help is
available when I have
a problem
POS-6: organization
proud of my
accomplishments

For- Profit Sector
Non-Profit Sector
n = 260)
n = 216)
SD/
1 'N,; A/SA SD/D ; n
A/SA
: ■'DLlr

G<)vernmeiit
n =180)
SD/D

/ ■x2

P

Cr

y

A/SA

%

%

%

%

%

%

%

%

%

33.1

30.4

36.5

17.1

25.9

56.9

26.7

29.4

43.9

23.4

.0 0 1

0.13

35.8

35.0

29.2

25.0

34.3

40.7

33.3

28.3

38.3

1 1 .2

.03

0.09

46.2

21.9

31.9

60.7

21.3

18.1

50.0

24.4

25.6

14.3

.0 1

0 .1 0

23.9

25.0

51.2

18.1

28.7

53.1

26.7

28.3

45.0

30.4

28.5

41.2

18.9

27.8

53.2

25.6

28.3

46.1

9.8

.04

0.09

28.9

38.5

32.7

19.4

33.8

46.8

31.1

32.2

36.7

13.7

.01

0 .1 0

-

-

-
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Table A.3 - Continued

Items
OC-1: willing to help
organization succeed
OC-2: talk up
organization to
friends as a great
place
OC-3: accept any
type of job
assignment to stay
OC-4: my values and
organization’s values
are similar
OC-5: proud to tell
others that I am part
of this organization
OC-6 : glad I chose
this organization over
others being
considered
OC-7: the best of all
possible organizations
for which to work
OC-8 : organization
inspires me to
perform at high levels

Non-Profit Sector
For- Profit Sector
G<rvernnu nt
n = 216
n —180
: : [n = 260)
SD/
A/SA SD/D ; N
A/SA SD/D
N
A/SA
D:

: x2

P

Cr
V

44.9

35.9

39.9

34.7

35.9

32.1

20.4

28.2

27.9

2.08

-

-

47.9

46.0

33.4

22.9

31.3

37.7

29.3

22.7

28.9

16.14

.003

0 .1 1

45.4

35.1

28.6

29.6

36.4

38.4

25.0

28.5

33.1

13.47

.01

0 .1 0

57.4

38.5

32.2

2 0 .0

35.3

37.7

2 2 .6

26.3

30.1

30.09

.0 0 0

0.15

17.7

32.7

49.6

7.4

27.3

65.3

14.4

22 .2

63.3

19.64

.0 0 1

0 .1 2

18.5

34.6

46.9

7.4

31.5

61.1

14.4

23.3

62.2

21.24

.0 0 1

0.13

41.2

30.4

28.5

2 2 .2

35.2

42.6

29.4

26.7

43.9

25.23

.0 0 1

0.14

31.9

29.6

33.5

18.5

31.9

49.5

27.8

28.3

43.9

1 2 .0 0

.02

0 .1 0
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Table A. 3 - Continued

Items
OC-9: really care
about the future of
this organization
Job Satisfaction (JS)
JS-1: find real
enjoyment in job
JS-2: like my job
better than most
nurses do
JS-3: seldom bored
with job
JS-4: would not
consider taking
another job
JS-5: most days
enthusiastic about job
JS-6 : feel fairly well
satisfied with my job
Turnover Intention
(TOI)
TOI-1: probably look
for a new job in the
next year
TOI-2: often think
about quitting

For-Profit Sector
Non-Profit Sector
G<ivernmt;nt
n = 260)
n = 216
n = 180
SD/
N ; A/SA SD/D
% N; A/SA SD/D
N ; ■A/SA
D

x2

P

Cr

V

9.6

26.9

63.5

3.2

19.4

77.3

7.2

13.3

79.4

21.59

.001

0.13

11.4

23.9

65.0

8 .8

25.0

6 6 .2

11.1

2 0 .6

68.3

-

-

-

13.1

35.9

51.5

1 2 .0

33.8

54.2

14.4

36.1

49.4

-

-

-

7.3

1 0 .8

81.9

8.3

1 1.1

80.6

15.0

8.9

76.1

-

-

-

45.8

24.2

30.0

40.3

21.3

38.4

33.9

24.4

41.7

-

-

-

14.2

2 0 .8

65.0

1 1 .1

2 2 .2

66.7

11.7

2 2 .2

6 6 .1

-

-

-

18.1

26.9

55.0

15.7

19.4

64.8

17.8

13.3

68.9

13.9

.0 1

0 .1 0

44.6

25.0

33.4

53.7

18.9

27.3

63.3

23.3

13.3

22.5

.001

0.13

44.6

18.1

37.3

55.6

19.4

25.0

57.8

17.8

24.4

12.9

.0 1

0 .1 0
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Table A.3 - Continued

Items
TOI-3: very likely to
actively look for a
new job in the next
year
Job Opportunity:
other facilities tried to
recruit me

For-Profit Sector
Non-Profit Sector
Government
n = 260)
n - 216
[n = 18t0
SD/
N : A/SA SD/D
N
A/SA SD/I)
N / A/SA
D

: r :

P

Cr
V

45.0

25.8

29.2

53.2

19.4

27.3

65.0

19.4

15.6

19.65

.0 0 1

0 .1 2

34.2

8.5

57.3

24.5

1 1 .6

63.9

38.3

12.2

49.4

11.73

.0 2

0.09

Abbreviations: SD/D = Strongly Disagree/Disagree, N = Neutral, A/SA= Agree/Strongly agree, Cr V = Cramer’s V.
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Table A.4
Licensed Nurses’ Perceptions of Ethical Climates by Facility Ownership Type (N = 656)

Items

1. Caring
BL-1: what is best
for everyone is the
consideration here
BI-2: major
concern is always
what is best for the
other
BL-3: the most
important concern
is the good of all
BI-4: people look
out for each
other’s good
BC-5: it is
expected to do
what is right for
the customers
EC-6 : the most
efficient way is
always the right
way

For-Profit Sector
(« = 260)
CF
SF
M ;
% %

SI
%

CT CF
M M
% %

SF

SI

%

%

Cr

Government
(n = 180)

Non-Profit Sector
(n = 216)

CT CF
SF
M ;
;m
% %
%

ST
%

P

> V

CT
M
%

35

19

22

25

19

19

32

31

28

18

25

28

16.78

.0 1

0.11

21

24

31

25

16

19

30

35

17

18

30

36

-

-

-

27

22

23

29

18

16

29

37

20

22

24

34

-

-

-

27

17

27

29

17

15

32

36

24

15

34

27

-

-

-

4

6

14

77

3

7

12

78

3

3

14

79

-

-

31

24

25

20

23

28

27

22

32

25

27

16

-

-
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Table A. 4 - Continued
For-Profit Sector
(«= 260)

Items

EC-7: each person is
expected to work
efficiently
2. Law & Code
PC-1: expected to
follow legal or
professional
standards
PC-2: expected to
comply with the law
and standards
PC-3: first
consideration is
whether a decision
violates law
PC-4: law or ethical
code of profession is
consideration
3. Rules
PL-1: it is important
to follow rules and
procedures

Non-Profit Sector
(#i = 216)

CF
M

SF

ST

5

11

29

55

6

6

6

16

71

4

7

6

20

67

10

10

24

9

11

10

8

CT

V

x1

P

52

-

-

i m ::

CT

CF
M

SF

ST

CT
M

12

26

56

7

11

30

7

17

72

5

4

14

76

-

-

-

4

6

21

69

2

3

17

78

-

-

-

55

9

11

25

55

7

10

27

62

-

-

-

29

52

4

12

26

58

7

7

27

60

-

-

-

25

57

7

7

24

62

8

9

21

62

-

M

CF
SF
M :

Cr

Government
(#i = 180)

ST .

-
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Table A.4 - Continued

Items

For-Profit Sector
(n - 260)

Cr

Government
(« = 180)

P

V

-

-

: SF

ST

CT
M

CF
M

SF

SI

CT
M

CF
M

SF

ST

CT
M

19

15

29

37

13

21

27

39

13

18

29

40

5

6

24

64

5

5

21

69

7

5

22

67

-

-

19

21

29

31

16

13

32

39

16

19

32

33

-

-

51

13

20

16

48

22

19

11

59

14

17

9

15

17

38

30

15

14

38

39

14

11

39

36

30

24

29

18

29

23

28

20

31

20

32

26

23

33

19

17

30

31

21

24

23

38

CF
m

PL-2: successful
people go by the
book
PL-3: expected to
stick by rules and
procedures
PL-4: people
strictly obey the
organization’s
policies
4. Independence
PI-1: each person
decides what is
right & wrong
PI-2: people are
guided by their
own personal
ethics
PI-3: follow their
own personal and
moral beliefs
PI-4:
consideration is
person’s sense of
right & wrong

Non-Profit Sector
(« = 216)

:

-

14.1

-

.03

.10

-

-

17

-

-

15

-

-
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Table A.4 - Continued

Items

For-Profit Sector
Cn = 260)
CF
:M

Non-Profit Sector
(n = 216)

Government
(n = 180)

Ax2

■ap a ;

-m-;.

ST

CT
M

CF
M

SF

ST

CT ■i'iiCBL:.
M
M

SF

ST

CT
M :

18

28

19

25

28

29

18

29

19

32

19

-

-

24

19

36

34

19

11

32

30

23

15

-

-

Cr
V

5. In str u m e n ta l

EL-1: concerned
with org.’s interests
to exclusion of else
EI-2: no room for
one’s own personal
morals or ethics
EI-3: people are
mostly out for
themselves
EI-4: people protect
their own interests
above all else
EL-5: work is
substandard when it
hurts org.’s interests
EL-6: expected to do
anything to further
org.’s interests
EC-7: major
responsibility to
control costs

36

35

25

34

17

22

27

36

24

22

19

37

16

16

31

13.26

.04

.10

27

18

26

30

33

25

23

19

29

21

26

24

-

-

-

42

14

21

24

40

23

20

17

43

15

21

21

-

-

45

22

19

14

51

18

21

11

47

22

16

15

-

-

11

10

26

54

13

15

33

39

13

17

37

33

.002

.13

21.19
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Appendix B

Research Protocol Approval

Date: November 1, 2006
To:

Matthew Mingus, Principal Investigator
Anna Filipova, Student Investigator for dissertation

From: Amy Naugle, Ph.D., C l ^ r i T ^ y [ { } m l-------'
Re:

HSIRB Project Number: 06-06-22

This letter will serve as confirmation that the changes to your research project “Perceived
Organizational Support and Ethical Work Climates as Predictors of Turnover Intention of
Licensed Nurses in Skilled Nursing Facilities” requested in your memo received November 1,
2006 (revised reminder letter to administrators who forgot to ask for a specific number of
surveys) have been approved by the Human Subjects Institutional Review Board.
The conditions and the duration of this approval are specified in the Policies of Western
Michigan University.
Please note that you may only conduct this research exactly in the form it was approved. You
must seek specific board approval for any changes in this project. You must also seek reapproval
if the project extends beyond the termination date noted below. In addition if there are any
unanticipated adverse reactions or unanticipated events associated with the conduct of this
research, you should immediately suspend the project and contact the Chair of the HSIRB for
consultation.
The Board wishes you success in the pursuit of your research goals.

Approval Termination:

June 27, 2007

Walwood Hall, Kalamazoo, Ml 4 9 0 0 8 - 5 4 5 6
PHONE: (2 69 ) 3 8 7 - 8 2 9 3 FAX: (2 69 ) 3 8 7 - 8 2 7 6
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Appendix C

Permission to Use the Ethical Climate Questionnaire
From:

John Cullen <cullenj@cbe.wsu.edu>

Reply-To :

<cullenj @cbe.wsu.edu>

Sent:

Friday, January 20, 2006 7:02 PM

To:

"'Anna Filipova'" <afilipova@hotmail.com>

Subject:

RE: request

Hello,
Please feel free to use our scale and let me know the results.
John Cullen
Original Message----From: Anna Filipova
Sent: Friday, January 20, 2006 8:37 AM
Subject: request
Dear Dr. Cullen:

I am a doctoral student in the School of Public Affairs and Administration at Western Michigan
University, and I am in the process of developing my dissertation proposal entitled Perceived
Organizational Support and Ethical Work Climates as Predictors o f Turnover Intention o f Licensed
Nurses in Skilled Nursing Facilities. The purpose of the study is twofold. First, replicate Victor and
Cullen's (1987; 1988) study and establish whether distinguishable climates exist between facilities from
different sectors and within organizations, on the basis of organizationally defined groups. Second, test a
model, which explicitly looks at relationships among independent variables—control (i.e., groups'
demographic and job characteristics, and facility characteristics), predictor (i.e., EWCs and POS), and
mediator (i.e., job satisfaction, organizational commitment, and POS)—and the dependent variable (i.e.,
turnover intention). All 359 skilled nursing facilities in one mid-westem state will be invited to
participate.
This study was inspired by Victor and Cullen’s (1987, 1988) studies of ethical work climates and Joseph
and Deshpande’s (1997) study of the influence of ethical work climates on nurses’ job satisfaction.
Professors Matthew Mingus, Barbara Liggett, and Satish Deshpande serve as members o f my
dissertation committee.
May I have your permission to use the 26-items of Ethical Climate Questionnaire as one of the research
instruments for this study? I would be happy to answer any of your questions. I would also appreciate
greatly your su g g estio n s and ad vice for conducting this research.

If you would like a copy of the results o f this study, please let me know and I will be happy to send it to
you upon completion o f the study.
Your assistance is deeply appreciated.
Sincerely,
Anna Filipova
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Appendix D
Survey o f W ork Environments o f Skilled Nursing Facilities

Anna A. Filipova

M atthew M ingus, Ph.D.

D octoral Candidate

A sso cia te P rofessor

W estern M ichigan University
School o f Public Affairs and
Administration
1903 W est M ichigan A venue
K alam azoo, MI 49008-5440
Phone: (269) 568-6438
Email: afilipova@ hotm ail.com

W estern M ichigan University
School o f Public Affairs and
Administration
1930 W est M ichigan A venue
Kalam azoo, MI 49008-5440
Phone: (269) 387-9842
Email: m atthew.m ingus@ wm ich.edu
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Agree
Strongly
Agree

Licensed Practical Nurse

Neutral

Registered N u r se

Disagree

Title (please, place a “check mark”):

My organization really cares about my well-being.

2

3

4

5

I would not consider taking another j ob.

2

3

4

5

My organization shows little concern for me.

2

3

4

5

I find that my values and the organization’s values are very similar.

2

3

4

5

Most days I am enthusiastic about my job.

2

3

4

5

I like my job better than most nurses do.

2

3

4

5
5

Please, circle the number that best represents your perceptions
o f the support you receive from the organization, your overall
j ob satisfaction and attachment to the organization.

X? <L»

n
o «

35 Q Q

My organization is willing to help me if I need a special favor.

2

3

4

For me this is the best o f all possible organizations for which to
work.

2

3

4

5

I am seldom bored with my job.

2

3

4

5

My organization strongly considers my goals and values.

2

3

4

5

I would accept almost any type o f job assignment in order to keep
working for this organization.

2

3

4

5

I feel fairly well satisfied with my job.

2

3

4

5

Other facilities have tried to recruit me in the last six months.

2

3

4

5

I am willing to put in a great deal o f effort beyond that normally
expected in order to help this organization be successful.

2

3

4

5

I talk up this organization to my friends as a great organization to
work for.

2

3

4

5

I will probably look for a new job in the next year.

2

3

4

5

My organization takes pride in my accomplishments.

2

3

4

5

I am proud to tell others that I am part o f this organization.

2

3

4

5

Help is available from my organization when I have a problem.

2

3

4

5

I often think about quitting.

2

3

4

5

I am extremely glad that I chose this organization to work for, over
others I was considering at the time I joined.

2

3

4

5

It is likely that I will actively look for a new job in the next year.

2
2

3
3

4
4

5
5

I really care about the future o f this organization.

2

3

4

5

This organization really inspires the very best in me in the way of job
performance.

2

3

4

5

I find real enjoyment in my job.
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Please, circle the number that best represents your answer in terms of
how it really is in your organization, n o t how you would prefer it to be.

D J i'' 4) 43

*s . —

c

I

u

V> J2

d o «

1
H 1a ) “U

o

J2

SJ «

* gm

ton oS ^
%u

£

What is best for everyone in the organization is the major consideration here.

2

3

4

5

It is very important to follow strictly organization’s rules and procedures here.

2

3

4

5

Each person in this organization decides for themselves what is right and wrong.

2

3

4

5

In this organization, people are expected to strictly follow legal or professional
standards.

2

3

4

5

The most efficient way is always the right way in this organization.

2

3

4

5

People here are concerned with the organization’s interests to the exclusion of
all else.

2

3

4

5

3

4

5

In this organization, it is expected that you will always do what is right for the
customers and the public.
Successful people in this organization go by the book.
Our major concern is always what is best for the other person.
People in this organization strictly obey the organization’s policies.

2

4

2

4

2

4

In this organization, people are guided by their own personal ethics.

2

4

People are expected to comply with the law and professional standards over and
above other considerations.

3

4

5

In this organization, people are expected to follow their own personal and moral
beliefs.

3

4

5

People are expected to do anything to further the organization’s interests,
regardless of the consequences.

3

4

5

The most important concern is the good of all the people in the organization as a
whole.
There is no room for one’s own personal morals or ethics in this organization.

4
4

In this organization, the first consideration is whether a decision violates any
law.
The major responsibility o f people in this organization is to control costs.

4

In this organization, each person is expected above all to work efficiently.

4
4

In tiiis organization, people are mostly out for themselves.

4

The most important consideration in this organization is each person’s sense of
right and wrong.

3

4

Everyone is expected to stick by organization rules and procedures.

3

4

In this organization, people protect their own interests above all else.

3

4

In this organization, the law or ethical code of their profession is the major
consideration.

3

4

Work is considered substandard only when it hurts the organization’s interests.

3

4

In this organization, people look out for each other’s good.

3

4

Page 4 on back
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Please, circle one number per statement in each category.

Never heard
of it
1
King Kong
1" ■
Turned to Red
The Grass
1
Wheel of
1
Fortune
1
Adidas
Feather
1
Mist
Masterguest
]
Office
Microsoft
l
Office
l
Elvis Lyrics
l
Jojoba Lyrics

2
2
2

Somewhat
Familiar
3
3
3

4
4
4

Very
Familiar
5
5
5

2

3

4

5

2

3

4

5

4

5

3

4

5

3:

4

5

3
3

4
4

5
5

Category Survey Items
Movie
TV
Program
Designer
I .abels

Products

Albums

:

,

2
2

2

Please, place a “check mark” beside each statement that applies to you:

Age Group:
___________<25
25-34
35-44
44-53
54>
My position:

Years of employment in this
facility:
<1
1-2
_________3-4
_________5-9
10>
Type of facility:

__________Director of Nursing__________________________ _________For-profit
__________Administrator Nurse_________________________ _________Non-profit
__________Charge Nurse________________________________________Government
__________Staff Nurse__________________________________________Don’t know
__________Other (please specify)
Gender:
_________ Female
Male

Beds in facility:
50-99
100-199
200>

Thank you very much!
Please put the survey in the attached pre-addressed envelope, seal it, and send it back to the
researcher. Thank you so much again!
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Appendix E

Definitions

A bsolute fit indices —Measure o f overall g o o d n e ss-o f-fit for both the stru c tu ra l and
m ea su rem en t m o d e ls collectively (Hair et al., 2006, p. 706).

Chi-square (x2) difference statistics (Ax2) - C om petin g, n e ste d SEM models can be

compared using this statistics, which is the simple difference between each
model’s x2 statistics and has d e g re e s o f fre e d o m equal to the difference in the
model’s degrees o f freedom (Hair et al., 2006, p. 706).
C ongeneric m easurem ent m odel - M e a su rem en t m o d e l consisting o f several
u n id im en sio n a l constructs with all cross-loadings assumed to be zero. This is

represented in the CFA by all b e tw e e n - and w ith in -co n stru ct e r r o r
c o v a ria n c e s being fixed at zero (Hair et al., 2006, p. 771).

Constraints - Fixing a potential relationship in a SEM model to some specified

value rather than allowing the value to be estimated (free) (Hair et al., 2006, p.
771).
C onstruct validity - Measure o f reliability and internal consistency o f the measured
variables representing a latent construct (Hair et al., 2006, p. 771).

C onvergent validity - Extent to which indicators o f a specific construct converge or

share a high proportion o f variance in common (Hair et al., 2006, p. 771).
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D iscrim inant validity - Extent to w hich a construct is truly distinct from other
Constructs (Hair et al., 2006, p. 771).

Ethical clim ate - The shared perceptions o f what is ethically correct behavior and
how ethical issues should be handled (Victor & Cullen, 1987, pp. 51-52).

Goodness-of-fit (GOF) - M easure indicating how w ell a specified m odel reproduces
the covariance matrix among the indicator variables (Hair et al., 2006, p. 708).

Increm ental fit indices - Group o f g o o d n e ss-o f-fit indices that assesses how w ell a
specified m odel fits relative to som e alternative baseline m odel. M ost
com m only, the baseline m odel is a n u ll m o d e l specifying that all m ea su red
v a ria b le s are unrelated to each other (Hair et al., 2006, p. 708).

Indicator - Observed value (also called a m e a su re d or m a n ifest v a ria b le ) used as a
measure o f a la ten t c o n stru c t that cannot be measured directly. The researcher
m ust specify w hich indicators are associated with each latent construct (Hair
et al., 2006, p. 708).

Job satisfaction - A pleasurable or positive em otional state resulting from the
appraisal o f on e’s job or job experiences (Locke, 1976, p. 1300).

Just-identified - SEM m odel containing just enough degrees o f freedom to estimate
all free parameters. Just-identified m odels have perfect fit b y definition,
m eaning a fit assessm ent is not m eaningful (Hair et al., 2006, p. 772).

Latent construct - Operationalization o f a construct in structural equation m odeling.
A latent construct cannot be measured directly but can be represented or
measured b y one or m ore variables ( in d ic a to rs ) (Hair et al., 2006, p. 708).
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Licensed nurse - Registered Nurse (RN) or Licensed Practical Nurse (LPN)
currently licensed in the state o f em ploym ent in a skilled nursing facility.

M axim um likelihood estim ation (M LE) - Estim ation m ethod com m only em ployed
in structural equation m odels. A n alternative to ordinary least squares used in
m ultiple regression, M LE is a procedure that iteratively improves parameter
estimates to m inim ize a specified fit function.

M easurem ent M odel - Specification o f the measurement theory that show s how
constructs are operationalized b y sets o f measured variables (Hair et al., 2006,
p. 772).

M odification Index - Am ount the overall m odel % value would be reduced by
freeing any single particular path that is not correctly estimated (Hair et al.,
2006, p. 772).

N ested m odel - M odel is nested within another m odel i f it contains the same number
o f constructs and can be formed from the other m odel b y altering the
relationships (Hair et al., 2006, p. 709).

O rder condition - Requirement that the degrees o f freedom for a m odel be greater
than zero; that is the number o f unique covariance and variance terms less the
number o f free parameter estimates m ust be positive (Hair et al., 2006, p.
772).

O rganizational com m itm ent - The relative strength o f an individual’s
identification with, and involvem ent in, a particular organization (M owday,
Steers, & Porter, 1979, p. 226).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

450

Overidentified m odel - M odel that has m ore unique covariance and variance terms
than parameters to be estimated. It has positive degrees o f freedom. This is the
preferred type o f identification for a SEM m odel (Hair et al., 2006, p. 772).

Param eter - Numerical characteristics o f the SEM relationships, comparable to
regression coefficients in m ultiple regression (Hair et al., 2006, p. 772).

Perceived organizational support - A general perception concerning the extent to
w hich the organization values em ployees’ general contributions and cares
about their w ell-being (Eisenberger et al., 1986, p. 51).

R ank condition - Requirement that each individual parameter estimated b e uniquely,
algebraically defined. The rank condition is violated i f any tw o equations are
mathematical duplicates (Hair et al., 2006, p. 772).

Residuals - Individual differences betw een observed covariance terms and the
estimated covariance terms (Hair et al., 2006, p. 772).

Skilled nursing facility (SNF) - A SNF m eans an institution, w hich (1) is primarily
engaged in providing (a) skilled nursing care and related services for residents
who require m edical or nursing care, or (b) rehabilitative services for the
rehabilitation o f injured, disabled, or sick persons, and is not primarily for the
care and treatment o f mental diseases; (2) has in effect a transfer agreement
with one or m ore hospitals; and (3) m eets the requirements for a SNF. In this
study, the term SNF refers to a fr e e -s ta n d in g SNF, m eaning that the facility is
licensed as stand-alone facility.
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Standardized residuals - R esid u a ls divided by the standard error o f the residual.
U sed as diagnostic m easure o f m odel fit (Hair et al., 2006, p. 773).

Structural m odel —Set o f one or m ore d ep e n d e n c e re la tio n sh ip s linking the
hypothesized m odel’s co n stru cts. The structural m odel is m ost useful in
representing interrelationships o f variables betw een constructs.

Turnover intentions - The relative strength o f an individual’s intent toward
voluntary permanent withdrawal from the organization (Horn & Griffeth,
1991).

U nderidentified m odel - M odel with more parameters to be estimated than there are
item variance and covariances.
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Appendix F

Acronym s

AC

A ffective Commitment

AGFI

Adjusted G oodness-of-Fit Index

ANA

Am erican Nurses A ssociation

AHCA

Am erican Health Care A ssociation

AM O S

A nalysis o f M om ent Structures

ANOVA

Univariate A nalysis o f Variance

ASPE

The DH H S O ffice o f the Assistant Secretary for Planning and
Evaluation

BBA

Balanced Budget A ct o f 1997

BBRA

M edicare, M edicaid, and SCHIP Balanced Budget Refinem ent A ct o f
1999

BIDR

Balanced Inventory o f Desirable Responding

BRT

Behavioral Reasoning Theory

DH H S

U .S . Department o f Health and Human Services

DON

Director o f Nursing

CFA

Confirmatory Factor A nalysis

CFI

Comparative Fit Index

CM S

Centers for M edicare and M edicaid Services

CR

Construct Reliability

EC

Ethical Climate
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ECQ

Ethical Climate Questionnaire

ECT

Ethical Climate Theory

EFA

Exploratory Factor Analysis

FSGO

Federal Sentencing G uidelines for Organizations

FTE

Full-tim e Equivalent

GFI

G oodness-of-Fit Index

GOF

G oodness-of-Fit

GAO

Government A ccounting O ffice

HCFA

Health Care Financing Administration

HECS

Hospital Ethical Climate Survey

HSIRB

Human Subjects Institutional R eview Board

ICF

Intermediate Care Facility

IJS

Index o f Job Satisfaction

JCAHO

Joint C om m ission on Accreditation o f Health Care Organizations

JS

Job Satisfaction

LISREL

Linear Structural Relations

LN

Licensed Nurse

LPN

Licensed Practical Nurse

LTC

Long-term Care Facility

LV N

Licensed Vocational Nurse

M ANOVA

Multivariate A nalysis o f Variance

M AR

M issing at Random

M CAR

M issing C om pletely at Random
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ECQ

Ethical Climate Questionnaire

ECT

Ethical Climate Theory

EFA

Exploratory Factor A nalysis

FSGO

Federal Sentencing G uidelines for Organizations

FTE

Full-tim e Equivalent

GFI

G oodness-of-Fit Index

GOF

G oodness-of-Fit

GAO

Government A ccounting O ffice

H CFA

Health Care Financing Administration

HECS

Hospital Ethical Climate Survey

H SIRB

Human Subjects Institutional R eview Board

ICF

Intermediate Care Facility

IJS

Index o f Job Satisfaction

JCAHO

Joint C om m ission on Accreditation o f Health Care Organizations

JS

Job Satisfaction

LISREL

Linear Structural Relations

LN

Licensed N urse

LPN

Licensed Practical Nurse

LTC

Long-term Care Facility

LV N

Licensed Vocational Nurse

M ANOVA

Multivariate A nalysis o f Variance

M AR

M issing at Random

M CA R

M issing C om pletely at Random
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MLE

M axim um Likelihood Estimation

MOAQ

M ichigan Organization A ssessm ent Questionnaire

NA

Nursing Assistant

NEED

Nursing Em ploym ent and Education D evelopm ent (NEED)
A ct o f 2001

NF

Nursing Facility

OC

Organizational Commitment

OCQ

Organizational Commitment Questionnaire

O ST

Organizational Support Theory

PCT

Psychological Contract Theory

POS

Perceived Organizational Support

R M SE A

Root M ean Square Error o f Approxim ation

RN

Registered Nurse

RR

Reward and R ecognition

SD R

Socially Desirable Responding

SEM

Structural Equation M odeling

SLI

Staying or Leaving Index

SNF

Skilled Nursing Facility

SPOS

Survey o f Perceived Organizational Support

SRM R

Standardized Root M ean Residual

TOE

Theory o f Organizational Equilibrium

TOI

Turnover Intentions

TLI

Tucker L ew is Index

TPB

Theory o f Planned Behavior
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TRA

Theory o f Reasoned A ction

VE

V ariance-extracted
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Appendix G

Sym bols

M eaning

Symbol

Pronunciation

$

xi (KSI)

A construct with measured X variables

A*

lambda “x ”

A path representing the factor loading
betw een a latent construct and a
measured x variable

9

phi (fi)

A path represented b y an arced tw oheaded arrow representing the
covariation betw een one \ and an oth er 't,

capital phi

A w ay o f referring to the covariance or
correlation matrix betw een a set o f £
constructs

5

delta

The error term associated with an
estimated, measured x variable

0

theta delta

A w ay o f referring to the residual
variances and covariances associated
with the x estimates; the error variance
item s are the diagonal

£

epsilon

The error term associated with an
estimated, measured y variable

Be

theta-epsilon

A w ay o f referring to the residual
variances and covariances associated
with th e y estimates; the error variance
item s are the diagonal

chi-squared

The likelihood ratio
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df

D egrees o f freedom

E

Summation

B

Behavior

BI

Intention to perform behavior

yfact

Attitude toward performing the behavior

SN

A subjective norm regarding the behavior

MC

M otivation to com ply with others

NB

Norm ative beliefs

Sources : Hair, J.F., Black, W.C., Babin, B.J., Andeson, R.E., & Tatham, R.L. (2006, p.
766). M ultivariate data analysis. Upper Saddle River, NJ: Prentice Hall, p.

766.
Horn, P.W., Katerberg, Jr. R., & Hulin, C. L. (1979). Comparative examination o f
three approaches to the prediction o f turnover. Journal o f A pplied
Psychology, 64(3), 280-290.
Westaby, J.D. (2005). Behavioral reasoning theory: Identifying new linkages
underlying intentions and behavior. Organizational B ehavior and Human
Decision Processes, 98, 97-120.
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Appendix H

Scale Items U sed as M easures

S u rvey o f P e r c e iv e d O rg a n iza tio n a l S u p p o rt (E isen b erg er e t al., 2 0 0 1 )

1.
2.
3.
4.
5.
6.

M y organization really cares about m y w ell-being.
M y organization strongly considers m y goals and values.
M y organization show s little concern for m e. (R)
M y organization is w illing to help m e i f I need a special favor.
Help is available from m y organization w hen I have a problem.
M y organization takes pride in m y accomplishments.

E th ic a l C lim a te Q u estio n n a ire (V icto r & C ullen, 1 9 8 8 )*

1. Caring
(BL) What is best for everyone in the organization is the major consideration.
(BL) The m ost important concern is the good o f all the people in the
organization as a w hole.
(BI) Our major concern is always what is best for the other person.
(BI) In this organization, people look out for each other’s good.
(BC) In this organization, it is expected that you w ill always do what is right
for the customers and the public.
(EC) The m ost efficient w ay is always the right w ay in this organization.
(EC) In this organization, each person is expected above all to work
efficiently.
2. Law and Code
(PC) People are expected to com ply with the law and professional standards
over and above other considerations.
(PC) In this organization, the law or ethical code o f their profession is the
major consideration.
(PC) In this organization, people are expected to strictly follow legal or
professional standards.
(PC) In this organization, the first consideration is whether a decision violates
and law.
3. Rules
(PL) It is very important to follow strictly organization’s rules and procedures
here.
(PL) Everyone is expected to stick b y organization rules and procedures.
(PL) Successful people in this organization go b y the book.
(PL) People in this facility strictly obey the organization policies.
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4. Instrumental
(E l) In this organization, people protect their ow n interest above all else.
(E l) In this organization, people are m ostly out for them selves.
(El) There is no room for one’s ow n personal morals or ethics in this
organization.
(EL) People are expected to do anything to further the organization’s interests,
regardless o f the consequences.
(EL) People here are concerned with the organization’s interests-to the
exclusion o f all else.
(EL) Work is considered sub-standard only w hen it hurts the organization’s
interests.
(EC) The major responsibility o f people in this organization is to control
costs.
5. Independence
(PI) In this organization, people are expected to follow their ow n personal and
moral beliefs.
(PI) Each person in this organization decides for them selves what is right and
wrong.
(PI) The m ost important consideration in this organization is each person’s
sense o f right and wrong.
(PI) In this organization, people are guided b y their ow n personal ethics.
*U sed with authors’ perm ission (see Appendix C).
N o te: Abbreviations for theoretical ethical clim ate dim ensions are as follow s:
B = benevolence, P = principle, E = egoism , I = individual, L = local, C =
cosm opolitan
In dex o f J o b S a tisfa c tio n (C u rry e t al., 1 986)

1.
2.
3.
4.
5.
6.

I find real enjoyment in m y job.
I like m y job better than m ost nurses do.
I am seldom bored with m y job.
I w ould not consider taking another job.
M ost days I am enthusiastic about m y job.
I feel fairly w ell satisfied with m y job.

* The second item w as slightly m odified from the original scale (“I like m y job
better than the average worker does.”).
O rg a n iza tio n a l C o m m itm en t Q u estio n n a ire (M ow day, Steers, & P o rter, 1 979)

1. I am w illin g to put in a great deal o f effort beyond that norm ally expected in
order
to help this organization be successful.
2. I talk up this facility to m y friends as a great organization to work for.
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3. I w ould accept almost any type o f job assignm ent in order to keep working for
this organization.
4. I find that m y values and the organization’s values are very similar.
5. I am proud to tell others that I am part o f this organization.
6. This organization really inspires the very best in m e in the w ay o f job
performance.
7. I am extrem ely glad that I chose this facility to work for, over others I was
considering at the tim e I joined.
8. I really care about the future o f this organization.
9. For m e this is the best o f all possible organizations for w hich to work.
* The eighth item w as slightly m odified from the original scale (“I really care
about the fate o f this organization.”).
In ten tion to T u rn over M ea su re fr o m M O A Q (C am m ann e t al., 1 979)

1. I w ill probably look for a new job in the next year.
2. I often think about quitting.
3. It is likely that I w ill actively look for a new job in the next year*.
* The third item was m odified from the original scales (“H ow likely is it that
you w ill actively look for a new job in the next year?”), so that all item s were
statements.
O v e r-c la im in g S c a le (R a n d a ll & F ern ades, 1 9 8 1 )*

1. H ow familiar are you
(a) K ing K ong
(b) Turned to Red
2. H ow familiar are you
(a) M asterguest
(b) M icrosoft O ffice
3. H ow familiar are you
(a) Elvis Lyrics
(b) Jojoba Lyrics
4. H ow familiar are you
(a) The Grass
(b) W heel o f Fortune
5. H ow familiar are you
(a) Adidas
(b) Feather M ist

with each o f the follow ing n ew ly released m ovies?

with each o f the follow ing products?

with each o f the follow ing albums?

with each o f the follow ing TV programs?

w ith each o f the follow ing designer labels?

* The item s in each category were m odified from the original scales.
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